














Sustained profitable growth momentum

In 2008, BNP Paribas Wealth Management continued to implement its strategy focused
on organic growth and targeted acquisitions.

In Europe, BNP Paribas Wealth Management announced the acquisition of a 35% inte-
rest in Insinger de Beaufort, an Anglo-Dutch asset management and private banking
company, for the sum of EUR 60 million. In parallel, Wealth Management will transfer
Nachenius Tjeenk, its Dutch private banking business, and its UK private banking activi-
ties to Insinger de Beaufort. In exchange, Wealth Management will obtain a 60% to 65%
interest in this new combined group. The acquisition is in line with Wealth Management’s
growth strategy in Europe. The new combined group will rank among the Top 5 players
in the Dutch market and will be a visible force in the key international wealth management
market in London.

In France, Wealth Management successfully completed the merger of Banque Privée
Anjou (formerly Dexia Banque Privée France) with BNP Paribas SA on 1 January 2008,
consolidating its no. 1 position in the French private banking market. BNP Paribas was
ranked “Best Private Bank” in France by Euromoney magazine in February 2009.

2008 also saw strong growth in Wealth Management’s international business in the
world’s new wealthy areas, particularly Asia, thanks to the recruitment of a team spe-
cialising in the affluent client segment in Hong Kong.

BNP Paribas Wealth Management and Shinhan Private Bank in South Korea have signed
an agreement to share their market knowledge and provide each other with assistance
in the wealth management field. Another agreement has been signed with Geojit in India
to promote business growth.




BNP Paribas Personal Investors

BNP Paribas Personal Investors provides independent financial advice and a wide range of investment services to individual

clients. This business line brings together three major players:

¢ Cortal Consorsistheleading personalinvestment and online brokerage firmin Europe ", providing personalised investment
advice and online trading services in 5 European countries — Germany, France, Spain, Belgium and Luxembourg. Cortal
Consors offers clients its investment advisory experience through several channels - online, telephone or face to face. It
provides a broad range of independent products and services including short-term investment solutions, mutual funds and
life insurance products, backed by leading-edge online brokerage technologies;

e B*capital, a brokerage firm, specialises in personalised advice on securities and derivatives as well as discretionary
management for affluent clients. It provides clients with direct access to all markets, financial analysis, personalised portfolio
advisory and portfolio management services.

e Geojit is one of the leading retail brokers in India. It provides brokerage services for equities, derivatives and financial
savings products (funds and life insurance). Geojit also operates in the United Arab Emirates, Saudi Arabia, Oman, Bahrain
and Kuwait, where it targets a principally non-resident Indian clientele. BNP Paribas is its main shareholder.

At 31 December 2008, BNP Paribas Personal Investors had 1.64 million clients and EUR 25.4 billion of managed assets, with

34% in equities, 35% in savings products or mutual funds and 31% in cash. BNP Paribas Personal Investors employs over

4,100 people.

The goal of BNP Paribas Personal Investors is to provide personal, independent investment advice and to strengthen its

leading position in Europe and in emerging markets with strong savings potential.
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Awards

Cortal Consors was ranked 4th in US
Institutional Investor magazine’s “Online
Finance 30” 2008 league table, moving up
from 8th place in 2007. Online Finance 30
comprises the Top 30 international (non-
US) financial technology innovators. Cortal
Consors was also ranked 2ndin the online
retail banks category.

Cortal Consors Germany was named
“Online Broker of the Year 2008” by the
website brokerwahl.de, which publishes
league tables of the best online brokers
in Germany. Cortal Consors also took
1st place in the Day Trader and Futures
Broker category and 2nd place in the
Funds Brokers category.

Cortal consors germany was awarded
the 2008 innovation prize for the quality
of its online investment advisory systems
by the german website bankenversiche-
rungen.de, which specialises in banking
and insurance.

French magazine Le Revenu singled out
Cortal Consors France’s Contrat Majeur
for the flexibility offered by its 450 funds
and automatic switching options. This
makes Contrat Majeur one of the best life
insurance products in the market.

Strategic development

Cortal Consors France launched Cortal
Consors Select, a network of exclusive
mobile advisers, to round out its existing
distribution channels — internet, phone
and Wealth Management Villages. These
mobile advisors are independent financial
advisers and are not employed by Cortal
Consors. Cortal Consors Germany suc-
cessfully launched the Cortal Consors
Select network in 2004, which now has
more than 160 members.

Cortal Consors Germany opened its first
“Finance Lounge” in Nuremberg, a new
concept that combines the advantages of
a direct bank with those of personal face-
to-face advice. A second Finance Lounge
was subsequently opened in Berlin.

) Source: internal survey based on information published by competitors.
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B*capital became the first French brokerage firm to offer investment advice from 8 a.m.
right through to 10 p.m. Through its multilateral trading facility Tradegate, customers of
B*capital can place their orders during an extended timeframe and obtain high-quality
investment advice from their financial adviser.

Geojit was the first Indian brokerage firm to become a market member in Saudi Arabia.
It was also the first foreign online broker to launch a domestic trading service for retail
clients in Saudi Arabia through Aloula Geojit Brokerage Company, a joint venture with
Saudi Group Al Johar. Barjeel Geojit Securities was the first company to launch an online
Indian mutual fund investment service in the United Arab Emirates for a non-resident
Indian clientele.

Through Bourse B*capital, Financiere de I'Echiquier and BNP Paribas Personal Investors
have set up a partnership to provide registrar, custody and order transmission and
execution services for new accounts managed by Financiere de I"Echiquier under dis-
cretionary mandate.

Product and service innovation

Cortal Consors France has introduced the first ratings for European equity funds measu-
ring the environmental impact of 330 French and Luxembourg funds. The funds are
ranked 1 to 5 according to carbon dioxide emissions. Cortal Consors takes the “best
in class” approach already used for SRI (Socially Responsible Investment) funds, which
enables it to rank the fund’s constituent equities within their sectors.

Cortal Consors France launched Live 40, a ticker following trends in CAC 40 company
share prices from 8 a.m. to 10 p.m. using the multilateral trading facility Tradegate.
Cortal Consors also offers the opportunity to buy and sell over 150 French stocks using
Tradegate.

In France, Belgium and Luxembourg, Cortal Consors has launched a structured capital
guarantee product, Ambition 2010, to meet the needs of investors seeking an alternative
to direct investment in volatile markets.

Cortal Consors Germany customers can consult the German website using their mobile
phone or BlackBerry. This new service meets the need of a growing number of clients
who want the freedom to contact their bank at any time.

In response to concerns voiced by investors in these times of economic uncertainty and
market turmoil, Cortal Consors Luxembourg has launched Duo, a combined savings
and securities account that offers both a high interest rate guaranteed for one-year and
a broad choice of investment products with different risk profiles.




BNP Paribas Securities Services

BNP Paribas Securities Services is the leading European provider of securities services and provides integrated, innovative

solutions for all operators involved in the investment cycle, buy-side, sell-side and issuers.

¢ Financial intermediaries (banks, broker-dealers, investment banks, market organisations) are offered customised services
in clearing, settlement/delivery and global custody for all onshore and offshore asset classes worldwide, as well as
outsourcing solutions for middle- and back-office activities.

e Institutional investors (asset managers, alternative funds, sovereign funds, insurance companies, pension funds, distributors
and fund sponsors) have access to an array of custodial and fund administration services, including fund distribution
support, transfer agency services, depo bank and trustee services, fund accounting, middle-office outsourcing and risk

and performance measurement.

e Corporates and issuers (originators, arrangers and corporates) are provided with a wide range of services, including
administrative services, securitisation and management of stock option and employee share ownership plans.
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Consalidation

and globalisation

of our position

as European leader

As aleading long-term committed industry
operator, BNP Paribas Securities Services
invests continuously in developing exper-
tise and technology and in creating new
operations. We have opened two new
branches and signed two joint venture
agreements to expand our global network
and services. During 2008, acquisitions
made in 2007 were successfully integra-
ted: RBS International Securities Services
(offshore markets in Jersey, Guernsey and
the Isle of Man), Rasbank’s third-party
depo bank business for funds of hedge
funds (Italy) and Exelbank (Spain).

B Consolidation of our position
as European leader

In May, BNP Paribas Securities Services
closed out its first transactions in Poland
and Hungary. Early in the year, new offices
were opened in Warsaw and Budapest,
cementing our position as European leader
and strengthening our positioning in the
future Target2-Securities environment.
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B Continued drive towards Asia

In 2008, BNP Paribas Securities Services
obtained a banking licence in Singapore,
broadening its range of available servi-
ces in Asia-Pacific. In November and
December, two joint venture agreements
were signed with Sundaram Business
Services in India.

Sundaram BNP Paribas Securities
Services will offer a full range of securi-
ties services including fund accounting
and transfer agency services for local and
offshore investors in India. BNP Paribas
Sundaram Global Securities Operations,
an operating centre for Asia-Pacific based
on the European model, will deliver high
quality services to the Asian markets.
These joint ventures are an important
milestone in our expansion strategy, which
is to be present in the key Asian markets
and round out our global operating model
with alocal presence in the United States,
Europe and Asia.



Anticipating and adapting to a changing environment
oy Investing continuously In technology and expertise

BNP Paribas Securities Services, like its clients, is faced with an increasingly turbulent
financial world. A changing world where long-term commitment is key to the quality
of service and industry. We continue to adapt to market change and develop specific
solutions to meet our clients’ new needs. We invest in technology and provide liquidity
and financing solutions with less risk.

B The flexibility needed to adapt to market change

In line with the Markets in Financial Instruments Directive (MiFID), BNP Paribas Securities
Services continues to work closely with the new European multilateral trading facilities
(MTFs). Our bespoke operating model enables broker-dealers to connect to multiple
trading facilities via a single interface and provides them with optimum cash collateral
and margin facilities.

BNP Paribas Securities Services now provides clearing and delivery/settlement services
to new clients via Chi-X, Turquoise, Nasdagq OMX, SmartPool, Equiduct Trading and
BATS Trading.

A hybrid clearing model is also available for central counterparties and MTFs seeking
to capture buy-side and sell-side trades.

With operations in 25 countries, BNP Paribas Securities Services has direct access
to infrastructure and regulators, develops local legal, tax and accounting expertise,
and provides a single interface for all onshore and offshore assets.

B Solutions tailored to our clients’ specific needs

BNP Paribas Securities Services has the most comprehensive array of solutions
in Europe to meet all its clients’ needs worldwide.

More particularly, we have developed solutions for holders of securities.

In 2008, we developed MasterSuite®™, which provides a consolidated view of assets,
to support sovereign funds in diversifying their investment policies.

Global fund managers now benefit from our “Follow the Sun” operating model, which
gives our clients access to our services at any time worldwide.
B Continuous investment in reporting

Reporting, an area in constant flux, is a crucial service for our clients, who need quick,
flexible access to accurate data. BNP Paribas Securities Services therefore provides its
clients with instant access to reporting applications, online trading and market informa-
tion via its new Neolink portal.

B Customised financing solutions with controlled risk

Clients seeking to optimising their portfolio performance have access to risk-optimised
liquidity and financing solutions, securities lending and foreign exchange services.

ClearSuite™ for MTFs

A modular post-trade solution

for broker-dealers and multilateral
trading facilities (MTFs) providing
execution, clearing and settlement/
delivery services.

BNP Paribas Securities Services
innovates by offering clearing
services to MTFs and CCPs that
serve both sell-side and buy-side.

Fidelity

BNP Paribas Securities Services has
been appointed sole depository bank
and fund administrator for Fidelity’s
new employee share ownership plan
in France, thereby strengthening

the bank’s relationship of more

than 10 years with Fidelity.

Schneider Electric

In April 2008, BNP Paribas Securities
Services (issuer services) was
selected by Schneider Electric SA
to manage its share register as well
as organise its annual shareholders’
meeting and manage its dividend
payment. BNP Paribas Securities
Services will also assist Schneider
Electric SA, a world leader in its
sector, in future capital transactions.
This agreement strengthens

BNP Paribas’ leading position

with CAC 40 companies.




BNP Paribas Real Estate

With 3,500 employees, BNP Paribas Real Estate is continental Europe’s leading provider of real estate services to companies
and one of France’s major players in residential property @.

Its multi-expertise offering is unrivalled in Europe, both in terms of its geographical reach and the diversity of its business lines.
Its client base encompasses companies, investors, local authorities, property developers and individuals.

International network
In commercial property, BNP Paribas Real Estate supports its customers in 25 countries worldwide:

¢ 13 countries with 80 direct operations in Germany, Belgium, Spain, France, Ireland, Italy, Jersey, Luxembourg, United Kingdom,
Romania, Bahrain, Dubai and India, plus a representative office in New York;

¢ 12 other countries through alliances with local partners.
In residential real estate, BNP Paribas Real Estate’s main activity is in France.

Multi-expertise offering through six complementary real estate businesses

¢ Transactions - In commercial property, BNP Paribas Real Estate sells offices, business premises and retail premises. It is
no. 1 in France, Germany and Luxembourg ©.
In residential property, its French network of 27 real estate agencies is one of the major selling groups for both new and old
properties.

e Advisory Services - In commercial property, BNP Paribas Real Estate advises clients on preparing their property projects,
designing and building workspace, optimising their portfolio, etc.

¢ Valuations - BNP Paribas Real Estate values all kinds of property assets (offices, retail premises, hotels, warehouses, land,
etc.) using the international standards set out in the International Valuation & Accounting Standards or the RICS Red Book.

¢ Property Development in France and ltaly - BNP Paribas Real Estate is among the leading French property developers
and no. 2 in commercial property @,

¢ Real Estate Investment Management - BNP Paribas REIM, BNP Paribas REIS and BNL Fondi Immobiliari manage
EUR 8 billion of assets in France, where the Group is one of the leading SCPI property fund managers, Italy and the United
Kingdom.

¢ Property Management - In commercial property, BNP Paribas Real Estate Property Management manages 25 million sq.m.
of commercial property, including almost 12 million sqg.m. in France, where it is the market leader.
In residential property, BNP Paribas Real Estate manages almost 29,000 housing units in France, including 5,500 units in
serviced residences.

BNP Paribas Real Estate has a balanced
business mix:

Developments in 2008

The financial and economic crisis affected
the property sector in 2008, especially in
the second half:

e In commercial property, investment fell
by over 50% to 70% in the main coun-
tries where BNP Paribas Real Estate
operates, whilst take-up rose by 22%.

e In residential property, sales of new hou-
sing units slumped by more than 40%
in France.

BNP Paribas Real Estate proved more
robust than the markets. Thanks to
its multi-expertise offering, it was less
affected by the economic climate than
companies involved only in property
development or transactions.

' Source: internal.
@ Source: internal.
 Source: internal.
(

B Real estate services account for
three quarters of its revenues, half
of which are recurring in nature. These
services fall into five broad areas:

e Property transactions, which are directly
correlated with the markets:

- France and Germany did remarkably
well and gained significant market
share;

- The United Kingdom and Spain, both
of which were very badly hit by the
crisis,anticipated the fall in activity
through tight management of their
profitability thresholds;

- Italy continued to develop well in a
more difficult market;

- All'in all, 8.6 million sg.m. of commer-
cial property were sold in 2008.

4 Source: Property developer rankings published by Innovapresse in June 2008
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BNP Paribas Real Estate won three major awards in 2008:

¢ Trophée Constructeo award for environmental excellence in a redevelopment project,
awarded by Le Moniteur for the Bergére building in the 9th arrondissement of Paris;

¢ Pyramide award for best French commercial building of the year, awarded by the
Fédération nationale des promoteurs constructeurs de France for the Grands Moulins
de Pantin;

* Pyramide award for best commercial development in the Provence-Alpes-Cote d’Azur
region, for the Azurea office and hotel project in Nice.

The Grands Moulins de Pantin and the Bergére building were both carried out on behalf
of BNP Paribas.

e Four recurring businesses:

- Advisory services;

- Valuations, with over 80,000 valuations performed in the year;

- Property management, which had an excellent year with growth of almost 20% in
the portfolio of offices managed, bringing it up to a total of 25 million sg.m., inclu-
ding Aberdeen Belgium, a recently-acquired company that has made BNP Paribas
Real Estate the market leader in Belgium;

- Investment management, with EUR 8 billion of assets under management at
end-2008. This business produced good results in 2008, particularly in Italy with
BNL Fondi Immobiliari.

H Property development accounts for one quarter of revenues with a strong focus
on office property, a business conducted on behalf of third parties with no risk to the
Bank. This policy is highly effective. Over 149,000 sg.m. of pre-sold property was
started in 2008. The commercial property development teams had a record year
despite the economic climate. The order book for 2009 is well garnished and the
teams are now working on new projects due for launch in 2010.

W All activities combined, the residential market accounts for 14% of revenues. In pro-
perty development, the teams reacted very quickly to the market decline, notably by
shelving plans for several hundred housing units. The risk level is therefore extremely
low. Only 80 housing units have been completed but not yet sold and 1,300 housing
units are under construction and yet to be sold. This represents a backlog of about
twelve months’ activity, which is perfectly reasonable.

BNP Paribas Real Estate’s international network has also provided a degree of

resilience, as it is not dependent on a single country. 40% of revenues are generated

outside France.

In early 2008, BNP Paribas Real Estate had operations in 8 European countries.

By the year end, this figure had increased to 13 countries following new business start-

ups in Romania, Jersey, India, Dubai and Bahrain.

BNP Paribas Real Estate also doubled its number of alliances in 2008, signing agree-

ments with partners in six new countries: Cyprus, Greece, Netherlands, Poland, Russia

and Ukraine.

BNP Paribas Real Estate thus meets the expectations of clients increasingly

seeking the services of a global player that can meet all their property needs in

all countries where they operate.
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The Klépierre group

in Europe*

13 countries in continental Europe:
1,516 employees

EUR 14.8 billion of property assets
276 shopping centres owned

378 shopping centres managed

* Data at 31 December 2008.
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La Gavia, Vallecas-Madrid (Spain)

Field’s Copenhague (Denmark)

On 8 October 2008, Klépierre acquired a
56.1% controlling interest in Steen & Strem,
owner of a shopping centre portfolio worth
EUR 2.7 billion in Norway, Sweden and
Denmark. The acquisition was completed
in partnership with ABP Pension Fund,
which acquired the remaining 43.9%.
The net cash outflow for Klépierre was
EUR 600 million, after taking account of its
share of Steen & Stram’s debt. This stra-
tegic acquisition makes Klépierre the lea-
ding shopping centre owner in Scandinavia
and expands its pan-European reach whilst
diversifying its revenue sources in economi-
cally robust countries.

Following this major acquisition, Klépierre
made a EUR 356 million rights issue. Despite
the difficult market conditions, the issue was
taken up in full by a large number of interna-
tional investors, including BNP Paribas.

In 2008, Klépierre’s investment policy

focused on extending existing shopping

centres, continuing a few new shopping

centre projects and making targeted acqui-

sitions. The main events of the year were:

® inauguration of five shopping centre exten-
sions including Saint-Orens (Toulouse) in
France and Alle Valli (Seriate) in ltaly;

e inauguration of La Gavia, the biggest retall
park in Madrid (Spain);
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e acquisition of 4 shopping centres, 1 in
France (Drancy Avenir), 1 in the Czech
Republic (Plzen) and 2 in Italy (Lonato and
\erona);

e opening of 2 retail parks in France under
the Maisonément banner, a new retail
concept focusing entirely on the home,
one in Boissénart in the Paris suburbs and
one at Sud-Avenue in La Roche-sur-Yon.

In 2008, investment expenditure totalled
EUR 1,716.8 million.

In the retail segment, Klémurs invested
EUR 180.4 million in 2008, principally under
ongoing sale and leaseback arrangements
with Buffalo Grill and the Vivarte Group.

Klépierre also pursued a regular asset
turnover policy. In 2008, it divested
EUR 140.2 million of assets, including
EUR 75.3 million of shopping centres and
EUR 64.9 million of offices.

Klépierre remains relatively confident in terms
of its recurring revenue streams, which are
very broad-based and supported by long
leases with indexation clauses, a policy of
control over rent-to-revenue ratios and tight
management by the Ségécé teams, who
have many years’ experience in portfolio
maintenance and value enhancement.



BNP Paribas
Principal
nvestments

BNP Paribas Principal Investments includes BNP Paribas Capital, and Listed Investment
and Sovereign Loan Management.

BNP Paribas Capital

BNP Paribas Capital manages the Group’s proprietary portfolio of unlisted investments
outside of the banking sector.

This portfolio had an estimated value of EUR 3.3 billion at 31 December 2008 and is
split into four segments:

e directly held strategic investments;

e directly held minority stakes;

* investments in funds;

e joint investments made simultaneously with funds or institutional investors.

Listed Investment and Sovereign Loan Management

The Listed Investment and Sovereign Loan Management unit has two functions. Its
overall mission is to derive the greatest possible value from its assets over the medium
term. This perspective clearly differentiates the business from a trading activity.

The Listed Investment Management team is in charge of BNP Paribas’ portfolio of
minority stakes in listed companies.

Sovereign Loan Management’s mission is to restructure sovereign loans through the
London Club and to manage the portfolio of emerging market sovereign debt, such as
Brady bonds, Eurobonds and restructured loans.
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A real innovation management system
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The Innovation Awards

The Innovation Awards are designed to foster and reward employee creativity and
expertise. They are presented at the BNP Paribas Innovation Days by Baudouin Prot,
Chief Executive Officer, and members of the BNP Paribas Executive Committee.
The Innovation Awards are designed to reward initiatives in business innovation and
innov@ction, BNP Paribas’ participative innovation approach.

There are nine categories of award: Products & Services, Sustainable Development,
Brands, Process Performance, Managerial Approach to Promoting Innovation, Re-Use,
Customer Satisfaction, Employee Satisfaction, Cross-Selling.

The “photovoltaic” loan — BNP Paribas Personal Finance,

International Retail Services

This innovation involves financing roof-
mounted solar systems in private homes,
together with all the equipment required
to generate electricity. The financial pac-
kage is designed so that that entire ope-
ration is free for the client. Domofinance, a
subsidiary of Personal Finance, and EDF
market the same product for home impro-
vements. The loan is an annual repayment
loan with capital and interest deferral for
24 months, which means the system

can be installed without the client having
to pay out a single euro. During the defer-
ral period, the client receives government
grants and a VAT reimbursement, which
is used to repay part of the loan without
penalty. The electricity generated is sold
to EDF and the amount received covers the
loan repayments.

Loan Syndication Charity Offsite — Structured Finance,

Corporate and Investment Banking

Loan Syndications & Trading holds a bi-
annual off-site meeting which traditionally
has been a team-building exercise in a
pleasant location. In 2007, it decided
to break away from this “comfort zone” and
to focus rather its team energy around a
Social Responsibility theme. Through the
UK Prince’s Trust, it was introduced to a
Bulgarian charity which carries out great
work with orphanages. 65 members of
LS&T from offices across Europe atten-
ded the off-site and put all their heart into
the unusual work, for them, of refurbishing
and improving an orphanage for severely

mentally handicapped children in the town
of Mezdra. It involved transforming a very
badly run-down children’s play area into a
safe and modern one with new equipment,
completing the painting and decoration of
a corridor (80 metres) including 15 han-
dpainted murals, repairing the steps and
pavements of the entrance and tiling and
decorating an art room. Needless to say,
the team came back with an overwhelming
sense of achievement, having found new
meaning in a collective experience with an
enhancing social purpose.




Gabi: the interactive, communicating ATM - French Retail Banking

As part of its Welcome & Services pro-
gramme, BNP Paribas has given its 5,000
ATMs a new look with Gabi, the interactive
automated teller machine. A new screen
presentation with a fun, animated charac-
ter, Gabi, welcomes your and guides you
through your cash withdrawal or account
management transaction. It uses a simpler,
clearer and more user-friendly language
and its screens are easier to read and more
modern. Gabi has become a new com-
munication channel, the perfect comple-

ment to other channels such as internet,
phone, branch posters, etc. It can be used
for communication campaigns that enhance
the Bank’s image (e.g. Roland-Garros) or
products (e.g. “Terceo Mothers’ Day”, new
Jump card, etc.). The campaigns may be
national, regional or local in scope to pro-
mote the branch network’s coverage. This
is a groundbreaking innovation compared to
the traditional ATMs, which are the Bank’s
first point of contact with its clients or pros-
pective clients.

Shop window partnership — French Retail Banking — Cannes

With the retailer’s agreement, a sticker or small poster is placed in the shop window
during or after the work announcing that the project has been financed by BNP Paribas,
the idea being to promote the Group in the small business segment. This idea, which
highlights the Bank’s commitment to the small business market, was first suggested in

2007 and implemented during 2008.

TEB - International Retail Services

TEB Mobile Banking Channel lets customers
to do their banking related transactions with
the help of a mobile phone. SMS banking
and WAP banking are two services offered
under this channel. The scope of offered
functions currently includes “account rela-
ted information gathering, money transfers,
payments, credit card transactions and
information on bank services”. Regardless
of being a bank customer, access to ATM /
Branch, domestic market and TEB services
information is possible from wap.teb.com.tr
adress. Mobile Banking Channel is designed
to perform as a complete campaign mana-
gement tool. All products, service related

information and campaign updates can be
done in WAP banking in relation to other
delivery channels. WAP banking interface
supports 4,500 handset models and all
handset types. WAP interface automati-
cally adapts itself to the handset screen and
gives the best screening experience. WAP
banking service is designed with the current
best security standards in its field. TEB is
the pioneer bank in Turkey, offering a com-
plete mobile banking channel and related
services such as SMS banking and WAP
services, supported with Mobile Signature
safety and ease.



Innovation Day — BNP Paribas Securities Services,

Asset Management and Services

Innovation is a core value for BNP Paribas
Securities Services. To promote and encou-
rage innovation, Management and the
Innovation team have created the BP2S
Innovation Day. This first in-house event
entirely devoted to innovation is based on
a simple principle: innovating means sha-
ring, informing, understanding and creating

value. The twenty most innovative projects
of the year (shortlisted from more than
75 candidates from around the world) were
presented to all employees, who discussed
best practices with the innovators before
attending a conference on how to leverage
creativity. An award ceremony provided a
fitting end to an excellent afternoon.

Western Campaign — UkrSibbank, International Retail Services

To launch its new communication campaign for small businesses and entrepreneurs,
UkrSibbank re-used the elements of the French Retail Banking campaign “Open House
for Freelance Professionals and Entrepreneurs” which was based on a Western theme.
This is a relatively innovative theme in Ukraine, especially for a bank. In addition, apart
from the traditional communication media (TV, press, billboard), UkrSibbank also decked
out the subway stations in Kiev and Kharkov in the campaign colours: a first in Ukraine.

Business approach to debtor clients — French Retail Banking

This business approach aims to satisfy
clients in all circumstances, even during the
difficult times when their account has gone
into overdraft. It has two key focuses:

1. Developing the current account manage-

ment offering:

¢ producing a guide to take the anxiety out
of having an overdraft and make clients
aware of the solutions for managing a
debit account;

e revising the standard “chasing letters” with
a softer commercial approach and a more
specific wording for the under 30s;

e developing the Esprit Libre offering for the
under 30s to include a free weekly mini-
statement via SMS and reimbursement
of fees during the first year of Esprit Libre
for young clients who keep within their
overdraft limits.

2. Upgrading the tools used for monito-
ring and managing irregular debit accounts.
A better understanding of the risk leads to
improved client satisfaction as the adviser
can provide more targeted and therefore
more appropriate advice which will be better
received and more reassuring for the client.
The innovative aspect of this approach lies
in its aim of improving “client satisfaction” in
the difficult context of overdraft situations. It
is just one of the many initiatives designed
to build a closer relationship with our clients
through more personalised offers and sup-
port. This approach has been promoted in
the “Ta + K rentrer” ad campaign featuring
comedians Eric and Ramzy and highlighting
the “no fees” and “free SMS” aspects.




Contact Keys - French Retail Banking — Paris XV Group

A “Contact Keys” pack is given to branch managers to help them improve their knowledge
and understanding of their market and business. The pack contains two sections, one
covering the market and sector, and the other covering the business.

AMS Network — Asset Management and Services

AMS Network has introduced a new way @ six business seminars dealing with the
of working together within the division. issues and challenges specific to each
Until recently, each of the six businesses one;

organised their own conferences whilst e a closing evening event devoted to inno-
the division arranged top management vation, at which the AMS 2007 Innovation
meetings. For the first time, AMS Network Awards were presented. This first AMS

has brought all senior managers together Network convention was appreciated by
to deliver a common strategic message all employees, who were delighted to have
and to make them aware of AMS’s power- the opportunity to learn more about the
ful “collective” business potential. For the challenges facing their division.

first conference, over 1,100 employees

met in Paris for three days, with three key

events:

¢ a joint AMS seminar, divided into a ple-
nary session and forums to encourage
exchange, share expertise and discover
the AMS universe;

EasyETF — BNP Paribas Asset Management (Asset Management and Services)
and Equities & Derivatives (Corporate and Investment Banking)

The joint venture between BNP Paribas Asset Management and Equities & Derivatives will
pool the resources of the two businesses and leverage their complementary resources,
expertise and infrastructure to become a European leader in the ETF market. This joint
venture will complete the existing line-up with new geographical indices and provide
access to new markets with innovative indices.

Parworld Agriculture — BNP Paribas Investment Partners,
Asset Management and Services

Parworld Agriculture invests in agricultural commodities through exposure to two key
indices based on a synthetic replication:

e exposure to agricultural commodities indices (max. 100%);

e additional exposure to funds invested in agricultural commodities (Mmax. 10%).



Business School - French Retail Banking

Creation of a business training centre to support an in-depth apprenticeship (combining
and balancing theory and practice) within a structure that has been completely revamped
to meet the current marketing model.

“Win your home” prize contest for clients who take out a BNL loan — BNL bc

For the first time in the Italian banking mar-
ket, a mass consumer promotional event
(a prize contest) has been combined with
taking out a mortgage, the prize being the
value of the home to be purchased. Clients
are automatically entered into the contest
when they take out a BNL mortgage loan
for home purchase or improvements (maxi-
mum 350,000 euros). “Win your home” is
the slogan used in the television, press,
cinema and internet advertising campaign.
The advertisements use film language,
which has now become a feature of BNL's
communications. In this particular case,

BNL adopted the comedy genre with a
retro cartoon style. The ad shows a parcel
containing a wonderful surprise — a house.
To celebrate, the new home owners go
to a BNL branch where music and spe-
cial effects create a festive atmosphere.
The media campaigns and point of sale
advertising material are based on the same
film universe and explain in detail how the
contest works. The ad campaign was desi-
gned by TBWA/Italia.

Carbon emissions trading — Carbon Finance
and Emission Trading, Corporate and Investment Banking

A new market is emerging in the context of the Kyoto Protocol. A carbon team was created
in August 2006 by a joint decision of ECEP and Commodity Derivatives, in order to best
serve BNP Paribas clients and generate new opportunities across the Bank.

The team has as objective to :

¢ be THE Emissions team for BNP Paribas, become a focal point for the Bank, in charge
of developing this business across the Bank, at the service of all business lines.
* become one of the key players in this key field of activity.




BNP Paribas
Group’s
core values

RESPONSIVENESS, CREATIVITY, COMMITMENT

AND AMBITION: four cohesive values

A company’s core values form the bedrock of its
corporate culture. They guide the organisation and
provide common cultural ground for a multi-dimen-
sional group. Their aim is to guide the behaviour
and actions of the Bank’s 173,000 employees.
BNP Paribas has chosen four core values, which
are promoted regularly at occasions such as the
annual appraisal, when employees are assessed
on their performance in terms of responsiveness,
creativity, commitment and ambition.

440

Regular campaigns (posters, brochures, videos)
help spread these values across the entire orga-
nisation, the ultimate aim being for everyone
to identify with them and be guided by them on
a daily basis. In 2008, for example, a new 3D
video presenting the Bank in an innovative and off-
beat way was designed to appeal to its younger
employees.

In the current climate, these values are all the more
important in fostering a close-knit organisation.
They are a major factor of cohesion.
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and identifying opportunities and threats.
Making decisions and taking effective action.

m Creativity

» Promoting initiative .arfai new ideas.
\Rewarding people for their creativity.

m Commitment

Devoting best efforts to customer
service and team success.
Maintaining the highest standards
of behaviour.

m Ambition

Developing an appetite for challenge
and leadership.

Working as a team to win a contest
in which the client is judge.



The full report of this part is available in the Report on BNP Paribas’ social and
environmental responsibility on the following website: www.bnpparibas.com
(Sustainable Development section).

Resources

The people of BNP Parloas

\Workforce evolution Workforce in France and outside France

at 31 December 2008, an increase of 2006 2007 2008
10,501 from one year before. France 57,123 64,080 64,217
The increase reflects continued external Europe (excl. France) 563,461 62,473 68,5420
growth with the acquisitions of Sahara Bank North America 14,810 15046 15,222
JSC in Libya and JetFinance International Asia 5,571 8833 9,494

in Bulgaria as well as organic growth of  _Africa 6201 6692 8883

retail banking in emerging countries. Latin America 2924 3287 3957
, , Middle East 1,308 1,700 2,194
The Group’s worldwide workforce breaks Oceania 513 576 679

down as follows: Total 141,911 162,687 173,188
O Includes ltaly: 19,397.

>Breakdown by geographic area >By business line

In 2008 the proportion of the workforce in
growing businesses increased primarily
outside France, while the proportion in
retail banking in the more mature markets
of France and Italy declined.

M Africa 5.1%
M North America 8.8%
M Latin America 2.3%

Asia 5.4%
B Europe (excluding France) 39.6%
B France 37.1% B RS 45%
™ Middle East 1.3% mFRB 18%
W Oceania 0.4% W AMS 15%
HCIB10%
BNL bc 8%

B Group Functions 3%
m Kigpierre 1%
(Retail Banking, cf glossaire p. 155 [FRB, IRS, BNL]: 71 %)

 For human resources development data, the scope of this analysis is the entire NPP workforce managed by BNP Paribas as opposed
to the consolidated workforce, which is limited to staff working for fully or proportionately consolidated entities calculated pro rata
to the consolidation percentage of each subsidiary:

In NPP 2002 2003 2004 2005 2006 2007 2008
Consolidated workforce 87,685 89,071 94,892 101,917 132,507 145,477 154,069

q Total ke 92,488 93,508 99,433 109,780 141,911 162,687 173,188
BNP Paribas Annual Report 2008 SEROTRE




Age pyramid

The Group’s age pyramid remains balanced overall. The lower age groups are pre-
dominant in most of the Group’s divisions, while the opposite is true of retail banking in
France and Italy, where the age pyramid is closer to the standard pattern of employment
demographics in continental Europe .

Group age pyramid - headcount (December 2008)
Women: 93,117 (54.6%) Men: 77,360 (45.4%)

| +60
| 551059
| 50to54
4510 49
| 40t044
10,788 | 351039
16,022 13,004 | 30t034
20,009 13,121 | 25t029

Key challenges of human resources management

Amid the crisis that has struck the financial industry, BNP Paribas today stands out as
one of the most robust and profitable banking groups. This is in no small part a result of
the personal commitment of each employee, day after day, in the service of the Group’s
goals. The diversity of BNP Paribas — in its business lines with their particular histories,
in its languages, cultures, etc. — represents an ongoing challenge, as does employees’
adherence to Group values and strategy: as an enterprise, the Group must be attentive
to each person’s expectations and must know how to be responsive to them by adapt-
ing its human resource policies and managerial practices.

In the extremely turbulent environment of 2008, the Group confronted four major chal-
lenges in human resources management: keeping up with development and change,
valuing and motivating staff and retaining their loyalty, promoting diversity, and always
listening to employees’ concerns.

Keeping up with development and change

The Group’s total workforce (NPP) has risen from 99,433 in 2004 to 173,188 in four
years, an increase of 74%. Staff numbers outside France surged 141% over the same
period, rising from 45,070 to 108,971.

The Group is expanding internationally, and human resources management must con-

sequently meet two main challenges:

e anticipate employment trends by forecasting the cumulative effects of organic growth,
productivity gains and the Group’s age pyramid, which will bring about an average of
1,100 retirements per year by 2020 at BNP Paribas SA in France alone;

¢ develop the managerial resources needed not only to take the helm as key positions

become available through natural attrition, but also to drive the Group’s development
and external growth plans.

 Calculated on the basis of physical headcount managed by the Group, one for one.
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The increasingly high levels of expertise
required in the business lines and the
Group’s changing demographics make
identifying and retaining talent a critical ele-
ment of human resources management.
This element presupposes a committed
policy of adapting the job to the resource,
taking into account the entire population
of the Group without discrimination on the
basis of age, sex or nationality.

Adapting quantitatively

and qualitatively the workforce
Negotiations on forward-looking manage-
ment of jobs and job skills began in early
2008 and are continuing, with the pros-
pect of reaching an agreement in 2009.

To meet the challenges resulting from busi-
ness changes and major Group projects,
such as the need to recruit in several busi-
ness lines and eliminate positions in a few
other entities, two kinds of measures have
been taken, following the objectives set in
early 2008 and complying with the terms
of the Group’s social agreement in France:
reclassification of job holders between
business lines and oversight of outside
recruitment. For this purpose, a special
staff unit coordinates job management
policy across divisions, business lines and
support functions.

In parallel with these measures, the
BNP Paribas SA jobs adaptation plan for
2006-2008 has gone forward, with an
upward revision in the potential number
of assisted departures in line with the ini-
tial objectives of the plan. During 2008,
339 employees left the company under
this plan, 304 for the opportunity to take
another salaried job and 35 to start or take
over a business. The average number of
jobs created by each of these departures
is 1.2, counting new business formation
and expansion.

Within BNL in [taly, the plan that was the
subject of agreements signed in November
2006 with trade unions on retirement,
recruitment, mobility and professional
development has gone forward in accord-
ance with the forecasts made in 2008:

® 604 employees left the company;

e 720 new hires were made;

e 1,000 employees took advantage of
mobility opportunities;

e more than 78,000 days, or close
to 585,000 hours, of training were
provided.

Ensuring recruitment that meets

the specific needs of each business
Recruitment held at a high level until
August but then declined as economic
conditions deteriorated. During 2008 as
a whole, 26,158 new permanent hires
were made worldwide, compared with
24,080 in 2007. In France, recruitment was
lower than in 2007 but still substantial, with
4,748 hires on permanent contracts.

>Recruitment of permanent employees
(excluding fixed-term contracts)

mmmm Excluding France

mmm France

The distribution of hires in France by
age profile was stable in terms of relative
shares, with young graduates account-
ing for 45%. There were 768 hires on
work-study contracts, including 456 in
professional internships and 312 in appren-
ticeships, comparable to the levels in 2007.
At 31 December, there were 1,246 young
employees on work-study. The number of
trainees taken on under the VIE (Volontariat
International en Entreprise) programme
was stable, with 205 volunteers sent on
missions in 2008 compared with 207 in
2007. The number of work placements
for master’s students also increased to
over 1,200.

M Excluding movements of Personal Finance Bulgaria and Sahara Bank, which were included in the workforce data during the year.



>Permanent contract hiring in France
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B Close links with schools and universities

Recruitment policy was scaled down in 2008 to match the decreasing needs, but
without sacrificing any of the key policy components. Relations with schools were
actively maintained, with more than 100 events organised. The flow of candidates for
pre-recruitment (internships, VIE, work-study) held at about 64,000 CVs, a volume
comparable to 2007.

The Ace Manager programme, a business game on selected campuses in 26 coun-
tries, boosted recognition of BNP Paribas as a brand-name employer among students
outside France. The Group’s international recruitment site, careers.bnpparibas.com,
was updated with a redesign.

These initiatives have all served to maintain or raise the Group’s attractiveness score
among strategic target populations.

B Combating discrimination

A Code of Ethics for all Group employees with a role in the recruitment process has
been drawn up and disseminated. This Code is supplemented by two documents
to help employees evaluate candidates’ skills: a methodological guide for the individual
interview and a grid to formalise and document the decision taken after the interview
of the candidate.

B Diversity of educational backgrounds

Young graduates of quite varied educational backgrounds — trained in social sciences,
literature, sport, communication, etc. — find a place in the banking trades and help
to diversify employee profiles, as investment advisers and junior account managers.
With a two-year or four-year post-baccalaureate diploma in hand and aged less than
26 years, they undergo a year of work-study training in law, finance, taxation and cus-
tomer relations management in a banking environment. They thereby acquire profes-
sional experience in the field as well as solid theoretical training, provided in partnership
with the consortium of local public educational institutions (Greta).

BNP Paribas —

an attractive Group

BNP Paribas remained in 1st place,
for the third year in a row,

on unprompted attractiveness

as scored in the TNS Sofres 2008
survey of third-year business school
students and held on to 2nd place
among engineering school students,
making it the no. 1 bank and the

no. 1 service-sector enterprise cited
by this population. BNP Paribas also
placed 1st in 2008 among business
students in the Student panel of
Trendence Institute, conducted
among 15,000 students of more than
151 training institutions (4th in 2007).




The Louveciennes Training
Centre

The Group training centre,

in the magnificent setting

of Louveciennes near Paris,

is a veritable company university.
Its mission is not just to build
competencies but to provide

a forum for sharing ideas and building
company spirit. Employees from all
businesses, countries and cultures
come here for training sessions.

In 2008 nearly 21,000 employees
came here to participate

in integration seminars, business-
specific courses, cross-functional
training programmes and major
Group events.

Performance evaluation training
recognised for merit

BNP Paribas’ Serious Game
performance evaluation interview
was awarded a prize in the most
recent International IntraVerse
Serious Game Awards competition.
This prize recognises the Group’s
initiative and highlights the value

of “serious games” as a component
of professional training.
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Developing skills of employees
and teams

B Training as a tool of business
effectiveness
Given the rapid pace of transformation in
businesses, work organisation and the
labour market, training and skills develop-
ment is a key means of:
e raising employees’ performance levels;
¢ enhancing their employability within the
enterprise;
e valuing them and developping their
loyalty.
Training supports each employee in
his or her willingness to learn in order
to achieve professional objectives and pre-
pare for future changes. In addition, train-
ing provides a means to become better
acquainted with the Group and its culture,
its environment, and the regulations that
cover banking activities. Lastly, training
mechanisms foster exchange of knowl-
edge between employees as a means of
sharing skills. To be effective, training ses-
sions must be tied together and made part
of a long-term training programme. The
Group’s training curriculum is constructed
by combining professional training for the
business lines with cross-functional Group
training.
In support of this training policy,
BNP Paribas has a training centre that
serves as a campus for bringing together
employees from throughout the Group.

B Raising employees’ performance
levels

The training provided by the business lines
is intended primarily to raise the level of
employees’ professionalism and expertise
in their field. For this reason, each busi-
ness line draws up a training plan that
seeks to maintain competencies at the
level needed for employees to exercise
their responsibilities. The training pro-
grammes are designed and developed
with the help of training specialists in order
to make optimal use of new apprentice-
ship arrangements. The training curricu-
lum thus combines classroom training

with e-learning, and the training approach
is supplemented by testing to ensure that
appropriate knowledge is imparted.

Effective performance also requires acqui-

sition of more multilateral skills, such as:

e proficiency in English — deployment of
the Step-up programme introduced in
2007 continued throughout 2008;

® knowledge of compliance principles —
programmes to raise awareness and
understanding of the broad principles
of preventing money laundering and
handling conflicts of interest have been
delivered in the form of e-learning;

e professional development — training in
supervision, project management, per-
sonal effectiveness and operations man-
agement is provided frequently at the
Group training centre in Louveciennes,
where 1,567 executives received training
in 2008.

B Enhancing employees’ employability
with the Group

To face up to the massive changes affect-

ing business lines within the banking

industry, enhancing employees’ ability

to move from one business to another has

been made a priority.

A first step in this direction was accom-
plished in 2008 by instituting a new sup-
port mechanism for employee mobility.

Called “Pro mobilité”, this mechanism
covers any Group employee in France who
has officially applied for a mobility transfer
or is considering whether to apply. The
purpose of the mechanism is to:

e realise the value to the Group that is
gained from naturally dynamic mobility
in a context of ongoing sharp changes
within BNP Paribas;

e prepare employees for their mobility
transfer;

e support the reorganisations that mobility
transfers will entail;

e foster exchanges and better under-
standing of the Group through sharing
between participants.



In 2008, seven sessions open to more than 80 people met with great success. This
mechanism thus provides an effective way for the bank to support employee transfers
during a period of sharp changes.

B Training of new employees

Introductory training enables new employees to learn about BNP Paribas and under-
stand how the business units where they work fit into the whole. These programmes
provide an occasion for new hires to build their first network of acquaintances within the
enterprise. They help to create a sense of belonging by offering shared terms of refer-
ence as regards values, business principles and methodologies. Introductory training is
just one among other highlights of new employees’ first days; others are meeting their
managers and fellow team members for the first time, being shown the work station
where they will sit, and learning about the environment in which they will operate.

Welcoming new employees is also the occasion to show them how innovative the
BNP Paribas Group is. To this end, the training engineering staff has developed a novel
approach that couples new technologies and knowledge of the Group in a “serious
game” that teaches about banking activities as it is being played. This game is part of
the introductory programme for new employees.
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Valuing, motivatin?
and building loyalty

Building loyalty with competitive
remuneration

B Remuneration

Work performed, skills and level of respon-
sibility are remunerated by base pay com-
mensurate with the employee’s experience
and the market norm for each business.
Individual performance is rewarded by
variable pay based on achievement of set
objectives. Variable remuneration takes
different forms in different business lines.

The Group strives to apply a fair, competi-
tive and selective remuneration policy.

e annual performance reviews are driven
by a search for fairness in accordance
with a global procedure monitored by
Group Human Resources.

e the Compensation and Benefits depart-
ment of Group Human Resources
updates annual benchmarks by busi-
ness, type of post and country. This
process is illustrative of the importance
given to competitive fixed and variable
pay.

e remuneration is revised in accord-
ance with selective criteria that are
closely linked to the development of the
employee’s skills, responsibilities and
performances as reflected in the annual
performance evaluation.

B An extensive range of benefits
Employee savings plans

Incentive and profit-sharing plans

The Group seeks to optimise collective
profit-based incentive schemes accord-
ing to the legal, social and tax context of
each entity: profit-sharing (mandatory)
and incentive (voluntary) plans in France,
similar “profit-sharing” plans in many other
territories.

Profit-sharing and incentive plans - BNP Paribas SA

Amount payable in 2003 2004 2005 2006 2007 2008
respect of the year listed

(in euros)

Total gross amount 116,769,620 148,701,874 186,076,788 227,719,000 232,530,560 84,879,969
Minimum amount per employee 2,328 2,945 3,772 4,696 4,728 1,738
Maximum amount per employee 7,831 10,020 10,689 12,732 12,800 4,641




Employee share ownership

The Group has always encouraged employee share ownership through an annual share
issue reserved for employees. Since the formation of the BNP Paribas Group in 2000,
the worldwide employee share ownership plan has offered employees the opportunity
to become shareholders of their own company for a minimum period of five years. They
are entitled to a discount on the shares they purchase and to top-up payments from the
company. To date, eight share issues have been offered to Group employees.

Employee savings plans
These plans enable employees to build up their savings, in particular with a view to

retirement, while at the same time optimising local tax treatment and social benefit
schemes.

Outside France, supplementary pension schemes are the preferred means, whereas
in France employee savings plans allow staff to set up savings accounts that receive
preferential tax treatment in return for a medium-term holding period. These plans can
be topped up by payments from incentive and profit-sharing plans, by voluntary pay-
ments from the employees themselves, and, where applicable, by partial matching pay-
ments from the company. Employees can choose the investment vehicles that suit their
objectives: funds invested in BNPP shares, in diversified equities, in bonds, or simply
a blocked cash account. PERCO, the Group retirement savings plan, was introduced
in 2005, and several thousand employees have subscribed to it. The savings become
available on retirement, in the form of an annuity or a lump-sum payment. Top-up pay-
ments into PERCO amounted to EUR 6 million in 2008.

Other company benefits

The Group has a longstanding benefits policy of providing a high level of protection to
its employees. These mechanisms have been harmonised, particularly outside France,
with the aim of ensuring greater consistency between local systems that are sometimes
quite disparate. Outside France, the Group seeks to provide company benefits that cover
medical consultations and hospital stays to its local employees and their families.

A flexible customised contingency plan in France

BNP Paribas’ personal contingency insurance plan was set up under a company-wide
agreement and has few equivalents in French companies. This flexible plan offers staff
a high level of cover for absences from work due to illness, disability or death. Starting
from a basic plan that applies by default, employees adjust the protection to their
personal or family situation by choosing benefit amounts and supplementary cover as
needed: higher benefit for accidental death, education annuity, temporary income for
the spouse, one-off payment in the event of the death of the spouse. Choices can be
modified regularly. An enterprise agreement in 2008 extended a number of benefits
under the personal contingency plan. This flexible benefits plan applies in 36 French
entities and covers more than 62,000 people.

Paribas El Djazair

company benefits

In 2008 BNP Paribas El Djazair
introduced a supplementary health
coverage plan. All employees

can subscribe to a mutual insurance
plan that offers good benefits

and competitive rates. A pioneer

in this respect in Algeria, the bank
pays 75% of the premiums, with
the remaining 25% shared between
the social welfare scheme

and the employee in proportion

to the employee’s income. This plan
also covers employees’ spouses
and children.




Performance evaluation
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Dynamic career

and mobility management

Career development efforts in 2008
focused on improving the management
processes in several areas, such as
expanding the scope for identifying high-
potential executives, incorporating evalu-
ations of managerial performance into the
identification process, and ensuring effec-
tive succession management.

B Career management that prepares

and supports employees’ advancement
BNP Paribas’ career management policy
is designed to enable each employee
to progress continuously within a coher-
ent, well-constructed framework. The
Group invests in various ongoing training
programmes adapted to individual profiles
and aspirations.

Career management is based first and
foremost on the relationship between the
employee and his or her “manager”. Human
resources managers’ mission is to monitor
this relationship and to follow up on each
individual’s career advancement.

Career management

Employee

Career counselling
session

Human Resources

Remuneration committees
Succession committees

B Organised succession process

One of the Group’s most important career
management projects is preparing for
the future by ensuring long-term succes-
sion for executive management positions.
Succession committees that bring together
managers from the various divisions and
functions and human resources managers
meet once a year to identify high-potential
executives who could in future take over key
posts within the company. The Leadership
for Development programme was set up
in 2005 to help these executives draw up
individual career development plans in
conjunction with their immediate superiors.
For a limited number of key posts, a People
Review mechanism has been set up for the
Executive Committee.

In addition, for junior managers, a special
career-tracking mechanism has been put in
place, with one-on-one career counselling
sessions, customised seminars and meet-
ings with Group leaders. Several different
tracking programmes are offered to assist
them through the main stages of their early
careers. These include Cadres a Potentiel
Juniors for high-potential junior managers
and Diplémés de I'Enseignement Supérieur
(DES) for holders of advanced degrees.

B Transmitting the culture and
strategic messages of the Group

An ambitious project, the Talent
Development Program, was launched
to better identify and further the careers
of high-potential employees. This is a col-
laborative project, created with the help
of HR and other managers from the vari-
ous divisions and territories. The goals are
to ensure effective management succes-
sion and to keep pace with the Group’s
growth. In April 2008 this programme had
been deployed in 17 territories. Under it,
more than 200 HR managers, including 80
assigned to posts outside France, under-
went two modules of training. Deployment
kits with full documentation were prepared
for HR and operating managers and exec-
utive committees of the business lines and
territories.



The Talent Development Program provides 3 programmes of training courses.
Leadership for Development, established in 2005 in partnership with Collége de I'Ecole
Polytechnique, is intended for experienced high-potential managers and designed
to enhance leadership abilities. It is organised in two sessions, and it drew 156 par-
ticipants in 2008. Two new programmes intended for more junior employees with high
potential were added in 2008: Go to Lead and Share to Lead. The pilot sessions of these
programmes, which proved to be highly satisfactory, drew 114 participants.

Two programmes for senior executives, PRISM and NEXTEP, also continued in 2008.
The objectives of these two programmes are closely linked to those of career manage-
ment policy. They are to create and nurture a community of senior executives in key
positions (PRISM) and to help ensure success in high-stakes career moves (NEXTEP).
The aim is to ensure that training and career management policies are complementary
and that conditions are in place to provide senior executives with the skills they need
to drive the Group’s development. In 2008, 146 people took part in five PRISM sessions,
with the target being key “manager of managers” posts. 28 participants attended the
three sessions of the NEXTEP seminar, which is targeted at managers faced with a
substantial increase in responsibilities.

B A dynamic mobility policy

Career mobility is not only a competitive advantage of BNP Paribas but also a preferred
means of adapting the Group’s human resources to the development of its business
operations. It allows employees to enhance their professional experience and move
ahead in their careers. Different forms of career mobility can help develop employees’
potential in new business lines and enable them to acquire new skills:

e functional mobility. Mobility need does not mean a change of position; it can also
mean professional development via enhancement of the employee’s skills, abilities
and knowledge;

e geographic mobility. The employee moves to another town or, in the case of interna-
tional mobility, to another country;

e inter-company mobility. The employee moves from one Group entity to another.

Although the diversity of the Group’s businesses allows huge scope for career mobility,
choices must take account of individual aspirations while at the same time ensuring that
optimum use is made of the skills already gained by the employee. For this reason, the
Group’s performance evaluation system encourages discussion between employees
and managers as the basis for career management.

In 2008 the E-jobs intra-Group mobility information tool was put online. With this tool,
employees can learn about jobs posted by the various entities via an extranet or intranet
connection. HR managers in a country can post available job positions, and employees
can apply for them online. Deployment is underway in Germany, Japan, India, the Guilf
States and Switzerland.

Following an external audit on mobility, a team International Mobility was organised
to provide better support to expatriates through cross-cultural training and assistance
in finding employment for spouses. This service is offered to the divisions and functional
departments for their expatriates. The number of job openings posted on E-jobs is
currently around one thousand for France, Italy and Spain.
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Promoting diversity

in all its forms

Before the merger, BNP was predomi-
nantly characterised by one business in
one country: Retail Banking in France.
Over the past few years, business lines
and operating territories have multiplied
at an accelerating pace. The structure of
the Group today reflects this evolution and
shows a balance across business lines
and geographic areas.

BNP Paribas and its commitment

to diversity

With more than 170,000 employees of
more than 160 nationalities in 83 coun-
tries, BNP Paribas views staff diversity as
a major strength for the bank for a chang-
ing world, a strength that enhances per-
formance. The Group has a duty to be a
beacon of corporate social responsibility.
The Global People Survey conducted in-
house in 2008 showed that environmental
and social responsibility and diversity are
key drivers of employee commitment, in
2nd place behind only leadership.
BNP Paribas also believes that mixing
together people from different backgrounds
serves as a source of creativity and effective-
ness by mirroring the surrounding society.

Non-discrimination is a prerequisite for
managing diversity. For this reason, the
Group has identified discrimination as one
of the thirty major operational risks.

BNP Paribas signed the Diversity Charter
in France in 2004 and has since waged an
active policy of combating discrimination
and promoting diversity, notably by nam-
ing a diversity officer in 2005 and a man-
ager of the Handicap Project in 2006 and
by launching the Banlieues Project in 2006.

In 2006 and 2007, several external audits
of non-discrimination and diversity at the
Group revealed the strong points and the
points that still need work. Action plans
were drawn up on the basis of these audits.
Diversity policy is underpinned by a set
of non-discrimination principles common
to all procedures throughout the Group.
For the 2007-2010 period, diversity policy
is articulated along four dimensions, with
goals that will be updated as the Group
evolves: diversity of origin, gender equality,
employment and accommodation of per-
sons with disabilities, and age diversity.

B Dedicated international teams

By employing local people, BNP Paribas
directly contributes to the development
of the countries in which it operates and
is thus naturally integrated into the differ-
ent cultures and communities concerned.
Local employees!” can gain access to
positions of higher responsibility within
the subsidiaries and branches and pursue
careers within the Group.

Percentage of local staff employed by geographic area

France $§ Europe©
99.8%

America }
98.5%

Latin
America
98.5%

99.0%

Oceania
98.2%

 Employee not under the expatriation agreement regime. /



B Recruitment

Recruitment is governed by a rule of non-discrimination: job postings make no mention
of sex, and hiring criteria are based exclusively on the skills and qualifications of the
candidate. Men and women are guaranteed the same grade level and starting salary
when hired for a given post with the same level of experience and training.

In France, numerous oversight tools and actions have been developed by the central
recruitment unit: quantitative recruitment audits, site audits of recruitment centres, diver-
sity training for recruiting staff. In 2008 a handbook for conducting individual recruitment
interviews was prepared in collaboration with the Observatoire des Discriminations.
This handbook includes a code of ethics, an analytical grid, and a how-to guide for the
individual interview. The candidacy management tool implemented in 2006 provides
detailed, documented tracking of the candidate throughout the recruitment process.
Another tool evaluates candidates’ professional behaviour in a consistent, uniform way.
Lastly, the hiring interview processes are a focal point for oversight in the HR internal
control system.

In 2008, BNP Paribas in London expanded its “sourcing policy” for young graduates and
its list of target universities to attract a more diversified set of candidates. It has entered
into partnerships with associations of students of a number of different origins: Women
in Business Society — London School of Economics, Imperial College Arabic Society,
Cambridge University Arabic Society and Cambridge University German Society. The
Group’s brochures, websites and other tools of communication about recruitment have
been redone to attract a broad sample of candidates as well as specific groups such
as the National Black MBA Association.

To draw more female candidates, the London staff worked with women in the branch
network in London to organise Women Insight Days in 2008. For three days, female
students could attend presentations and discussions on corporate finance jobs, visit
the trading room and participate in question-and-answer sessions with women execu-
tives of the Bank.

B Training in diversity

In 2008 a one-day training session for managers on managing diversity as component of
performance — their own and the Group’s — was deployed on a pilot basis in the business
lines and departments. 450 managers attended. It will be expanded in 2009 to a target

sample of 1,000 managers. The training session combines theoretical background,
individual work on each person’s stereotypes, pair exchanges and case studies.

B Career development

BNP Paribas is committed to all of the following principles: evaluation and career direc-
tion are based exclusively on professional skills and qualities; criteria for promotion
are identical for men and women; family obligations and constraints are considered in
managing mobility transfers; and alternative working schedules, in particular part-time,
do not penalise an employee’s prospects for career development or pay.

BNP Paribas, the 1st bank

in France to obtain

the AFNOR diversity label

BNP Paribas is the only bank

in the first group of seven companies
to receive the AFNOR diversity label.
Conferred in recognition of the Group’s
policy against discrimination, this
label is awarded by France’s national
standards organisation (AFNOR) on
the recommendation of a committee
of representatives from government,
labour unions, employer associations
and France’s national association

of human resources directors
(ANDRH). Companies are evaluated
for this label on the basis of
specifications covering five areas:
achieved diversity, diversity policy,
internal communication, activities
within the company, evaluation

and areas in need of improvement.




BNP Paribas the no. 1 private
employer in Seine-Saint-Denis
With the arrival of 6,000 employees
of its BNP Paribas Securities
Services subsidiary at the Grands
Moulins de Pantin complex,
renovated and adapted to meet

the HQE environmental standard,
BNP Paribas has become the largest
private employer in Seine-Saint-Denis.
In addition, as part of its Banlieues
Project, BNP Paribas in 2008 enabled
its partners ADIE and AFEV to open
a new centre at Aulnay-sous-Bois
and Saint-Denis, thereby providing a
stronger anchorage for its social
services to the community.
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In France, the Bank has made com-
mitments on specific actions at pivotal
stages of employees’ careers: on con-
vergence of rates of promotion for men
and women; on systematic career inter-
views with all employees having fifteen
to twenty years of business experience;
on systematic career interviews with all
part-time employees returning to full-time
work; and on increasing the proportion of
women executives.

The Talent Development Program, an
international talent-spotting programme,
takes into account managers’ ability
to promote a multicultural, cross-functional
approach.

Diversity of origin

B Promoting talent of every kind,
regardless of origin

Respecting diversity among employees
and candidates is a corporate social
responsibility. In many of the countries
where the Group operates, discriminatory
practices within companies are prohibited
by law. The Group owes itself to be ever
more open to hiring talent of every kind
and every origin, ethnic, religious, cultural
or social. After hiring and over the course
of a career, assessment of a person’s
capabilities must be based exclusively on
appraising contributions made and com-
petencies demonstrated at every stage
along the way.

W International teams

As BNP Paribas has grown and expanded
internationally, the Group’s world-
wide workforce has increased every
year since 2000, rising to more than
173,000 employees at year-end 2008. In
eight years, the percentage of employees
outside France has risen from 40.8% to
63%. To go along with this very rapid inter-
national expansion, BNP Paribas strives to
include more international managers in its
executive teams, as demonstrated by its
appointment to the Executive Committee of
a member who is not a French national.

The Group’s expatriation policy has been
devised to help develop an international
corporate culture and facilitate the build-
ing of international teams. An expatriation

kit, a support programme for expatriate
spouses, and cross-cultural training are
provided with these goals in mind. In the
United States, a new training programme
has been designed for employees trans-
ferred from other countries. The pro-
gramme sensitises these employees
to cultural differences that can have an
impact on methods of working, managing
and collaborating with others.

B Outreach to visible minorities
in France

In the educational area, BNP Paribas
signed the Apprenticeship Charter in 2005
and the Charter on Equal Opportunity
in Education in 2006. BNP Paribas SA
focuses on work-study arrangements that
enable young people at baccalaureate
level from all backgrounds to continue
their studies under an apprenticeship or
professional internship contract. Each
year, the Group trains approximately
1,000 young people on internships and
close to 300 on apprenticeships. These
two-year contracts involve tutors to fol-
low each of these 1,300 students, who
become eligible to be recruited for perma-
nent staff positions at the Bank after they
have obtained their diplomas.

To limit the self-censorship that prevents
minority candidates from applying, and
thereby to diversify the candidate pool,
BNP Paribas organises numerous out-
reach events among visible minorities in
France. To promote equal opportunity,
the Group participates in job fairs oriented
towards visible minorities and in employ-
ment diversity forums in underprivileged
areas. These include IMS, Africagora,
AFlJ, the Zéro Discrimination initiative in
Lyons, and the Nos quartiers ont du talent
project with MEDEF, the French employers’
association, etc.

BNP Paribas Personal Finance is a partner
of Nos Quartiers ont du talent, an asso-
ciation formed in 2005 to build bridges
between companies and young graduates
from disadvantaged neighbourhoods. The
project brings hiring employers face-to-
face with young graduates (four or more
years post-baccalaureate) from the Seine
Saint-Denis department. The collective



sponsorship programme launched in 2008 has had success: in December 2008,
25 of 48 young graduates sponsored by 26 Personal Finance employees, 3 of them
members of the entity’s Executive Committee, had found a job with the help of this
sponsorship.

Every year since 2005, BNP Paribas has been successfully holding hiring events called
Entretien Immediat at bank branches in Paris and the surrounding area. At these
events, graduates of all origins with 2 to 5 years of post-baccalaureate study can come
into a branch and apply for a job on the spot, with no need to make an appointment
beforehand.

In March 2008, BNP Paribas and nine other large employers from the private and public
sectors (Accenture, AXA, Ministry of Defence, L'Oréal, SNCF, La Poste, Orange, Keolis,
TLF), jointly with ANPE and the Conseil National des Missions Locales, conducted an
innovative recruitment initiative to promote diversity, Le Train pour I'Emploi et /’Ega//té
des Chances.

Gender equality in the workplace

In 2004, in accordance with governing law, BNP Paribas chose to examine the condi-
tions under which the principle of equality between men and women was actually being
borne out within the Bank. Although well represented in the workforce, women are in
some cases coming up against a “glass ceiling” that is keeping them from rising above
a certain level. Upon this finding, the Group committed to foster equal opportunity and
treatment between men and women at all stages of professional life and to do more
to bring women into management positions.

m Company agreements

BNP Paribas SA signed a new long-term agreement on gender equality in the work-
place in July 2007. This agreement takes the place of the previous one on the same
subject, signed in April 2004 for a term of three years. The new agreement sets down the
principles that should be followed in observing and developing equality of opportunity
and treatment between men and women at all stages of professional life. It provides
for means of fostering work/life balance and for closing, over a period of three years,
observed pay discrepancies between men and women at the same grade and with
comparable levels of training, responsibility and professional effectiveness as revealed
by evaluations of their performance, skills and experience. A funding envelope of
EUR 3 million has been provided. Some pay discrepancies were closed in 2008, and
the operation will continue in 2009.

At BNP Paribas Assurance, a special committee determines what individual gap-closing
measures are to be implemented to meet the agreed gender equality indicators.

B The gender Equality label

Personal Finance and BNP Paribas Assurance have been awarded this professional
Equality label in recognition of their actions to encourage equal opportunity and treat-
ment of men and women in the workplace. These actions relate to sensitisation of
management, parental leave for education, extension of paternity leave to two calendar
weeks with full pay, enhanced support for maternity leave, comparable pay studies and
implementation of tracking indicators. The gender Equality label is an effective tool in
advancing equality and evenness between the sexes in business and enhancing the
social dialogue. It was instituted by the Ministry of Labour in 2004 and is awarded for
three years at a time.

Conference in Bahrain

More than 200 people from the Gulf
region accepted BNP Paribas’
invitation to the Women and
Leadership conference in Bahrain.
Royal families, government
representatives, business leaders,
news media, students - all sectors
of the economy and society were
represented at this extraordinary
event in honour of diversity.

The conference programme included
presentations, case studies,
first-person accounts and
exchanges. The conference was not
only about offering women their
rightful place in business and
society, but also about reflecting
on how to attract talent in the

BNP Paribas Group. With this
initiative, BNP Paribas in Bahrain
added another dimension to the
Group’s drive for diversity.
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B Proportion of women in positions
of responsibility within the company

In 2008 in France, the percentage of
women promoted into management-
rank positions (as defined in the bank-
ing industry collective agreement) or
management positions (for subsidiaries
not governed by that agreement) was
32%, up from 28.5% in 2007. At BNP Paribas
SA, the proportion of women executives
has been rising steadily in recent years;
it was 38.8% in 2005, 40.3% in 2006,
41.4% in 2007 and 42.6% in 2008 ™.
In 2007 BNP Paribas surpassed the
40% target set by the banking industry for
2010 in terms of the proportion of women
in the management population. The Bank’s
own target for 2010 is now 44%.

B Gender equality networking

In France, under the impetus of Group
Human Resources, a working group of
women in upper management positions
was formed in late 2004. It is called Mix
City, and its mission is to propose measures
to make life easier for women in the work-
place and bring more of them into upper
management positions. The working group
acts along three lines:

¢ develop women’s managerial potential:
networking and a study on coaching;

¢ achieve a better work/life balance: con-
cierge services;

¢ neutralise the maternity period as a factor
in career management: maternity leaflet
and influence to propose more progres-
sive procedures within BNP Paribas SA.

Other networks on the model of Mix City
have been set up in Luxembourg in 2007
and London in 2008.

At the initiative of the territory director
and the Human Resources depart-
ment in Luxembourg, a group of women
managers there has set up a working group
of men and women. One of its major actions
consists in transposing the agreement on
gender equality in the workplace that was
signed by BNP Paribas SA in 2007. Another
is to improve communication on gender
equality and create conditions favourable
for the advancement of female employees.

Regarding work/life balance, its recommen-
dations are to assist female employees in
managing their work schedules, to favour
flexibility and to include more services in the
concierge service offering.

In London, the women’s networking group
sponsored by Human Resources con-
sists of a steering committee of 25 women
executives. In 2008 and 2009, the group
is concentrating on a mentoring project
and on actions to increase the number of
women applying for positions in investment
panking.

W Parenthood

By signing the Parenthood Charter in
2008, BNP Paribas affirmed its commit-
ment to balance between work and pri-
vate life and to offering employees who
are parents an environment better suited
to their family responsibilities.

Giving more attention to the wellbeing of
each and every employee, BNP Paribas is
taking concrete steps such as establish-
ing concierge services in Montreuil, Rueil-
Malmaison, Levallois and Luxembourg. A
customer satisfaction survey has shown
that employees — both men and women
— are thrilled to have this kind of services
available to them. Leaflets prepared by
Mix City on The gender equality agree-
ment and on Maternity and adoption are
published for all employees. The Group
has formed a partnership with FEPEM, an
association of in-home employers in the
Paris region, to advise Group employees
in France on the formalities of daycare:
filing requirements for the hiring of care
providers, collective agreements covering
in-home workers, family allowance ben-
efits, available reductions of social security
and other tax charges, and so on.

The Group contributed to the publication
of a guide on Promoting parental respon-
sibility among male employees by ORSE
(observatory on corporate social respon-
sibility) issued in November 2008. Copies
are distributed to employees.

Starting in January 2009, the eleven-day

paternity leave available to employees of
BNP Paribas SA comes with full pay.

'43.1% in NPP stated according to the new standard used in the 2008 Social Report.



Employment and integration of persons with disabilities in France

At year-end 2008, the number of employees with disabilities at BNP Paribas SA was
754. Nearly 70% of them are aged over 50. Integration of persons with disabilities is an
important issue of social responsibility for the Group. For this reason, the Group strives
to keep such persons in work and to be more effective in hiring workers with disabilities.

B Agreement on employment of persons with disabilities signed in 2008

This agreement came into force on 1 January 2008 for a term of four years. It gives
the Bank the means to develop an action plan consistent with its business project and
culture.

The objective is to promote recruitment of persons with disabilities by hiring at least
170 such persons over four years, emphasising work-study arrangements and paying
special attention to candidates’ business experience and adaptability. This approach will
be rounded out with processes for receiving new hires and introducing them to their fel-
low staff members. Keeping persons with disabilities in work will be optimised with physi-
cal and organisational accommodations and by providing secure transitions between
jobs. Procurement of services from the protected worker sector will be increased.

The signing of this agreement continued a policy initiated several years before. With
Handicap Project, begun in 2006, the Bank developed and implemented a proactive
policy of employing persons with disabilities as part of its social responsibility policy.
The agreement in which the Bank pledged to meet recruitment targets and intensify its
efforts to keep persons with disabilities in work was signed in May 2007 with Agefiph,
a collecting organisation for corporate contributions. It was renewed in 2008 for a term
of four years.

For more than twenty years, BNP Paribas has been working on behalf of persons with
disabilities by supporting an employment rehabilitation centre (ESAT) that it formed,
Institut des Cent Arpents.

B Accomplishments

Joint labour-management working group

Initiated jointly with the employee representative organisations in 2007 to look at issues
in keeping persons with disabilities in work, this working group identified and specified
actions that were included in the enterprise agreement signed in early 2008.

Exposition for employees on the topic of handicaps

Le talent ne fait pas de différence (talent makes no distinction) is the title of a travelling
exposition mounted in 2008 upon the signing of the enterprise agreement on employ-
ment of persons with disabilities. Twelve panels created by Compagnie Regard’ en
France invite viewers to learn about exceptional artists who had handicaps, from Homer
to Glenn Gould.

Twelfth annual national week for employment of persons with disabilities

In observance of this week, BNP Paribas in 2008 held its second annual reception for
persons with disabilities and informed them on the kinds of jobs it can provide. Sensitivity
training workshops were also organised for employees in Paris, and technologies to help
the employer accommodate a worker’s disabilities were presented.

Age diversity

As part of its diversity and gender equality drive, BNP Paribas follows an employment
policy designed to help extend its employees’ working lives. At BNP Paribas SA, meas-
ures that allowed employees to leave on early retirement were restricted in 2004 and
eliminated altogether in 2006. The proportion of employees aged 55 and over reached
20% of the workforce at year-end 2008, compared with 10% at year-end 2003.

Family-friendly policies
In the United Kingdom, a number of

initiatives are in place for employees
who are or are about to be parents:
paid leave for maternity, paternity

or adoption, flex-time via part-time
working or teleworking, and year-
long sabbaticals. A plan in place
since 2008 enables employees with
children to buy cheques to pay for
childcare out of before-tax income.
In London, the Employee Assistance
Program can provide employees
with counselling from professional
advisers, on a confidential basis
and at no charge, on financial,
matrimonial, emotional or family
matters. In the United States,

the length and level of pay of leaves
for reason of family events have been
improved.
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With the lengthening of working lives,
BNP Paribas seeks to provide career
prospects for employees aged 45 and
over by facilitating further development of
their skills and responsibilities. Under the
branch agreement of 9 July 2008 on age
discrimination and employment of seniors,
the enterprise is committed to a gradually
increasing average age of retirement, ris-
ing from 55 years to a target of 60 years
by 31 December 2012. The enterprise is
also committed to doing more to manage
the latter part of employees’ careers and
to producing an annual report on employ-
ment of seniors.

The enterprise commits to the principle of
equal access to professional training and
individual right to training regardless of
age. In 2007 the percentage of employees
aged 45 and over who had taken a training
course was 41.72%.

The seminar on managing diversity as a
component of performance, deployed in
2008, sensitises managers to age diversity
and reminds them that any form of age
discrimination is to be banned.

Listening to employees

In any financial services business, human
capital is a core asset and managing
change is a key challenge, because all
facets of the operating environment — mar-
kets, business lines, growth and globalisa-
tion — are changing faster than employees’
business culture and behaviour.

To respond to these accelerating changes
and to employees’ varied expectations,
managers need to be good listeners, good
explainers and good example-setters. The
corporate training programmes offer man-
agers the skills they need to meet these
leadership challenges so that employees
are not left feeling disconnected, under
accumulating stress or discouraged by
unmet expectations.

It is by presenting clearly identified opera-
tional challenges that these issues can be
addressed.

Protecting employee health

The Group’s occupational health policy
goes beyond simply complying with
changes in legislation. The major compo-
nents of the policy are risk mitigation and
support for vulnerable employees or those
who have become unfit for work.

B Prevention of occupational hazards

Prevention begins with identification of the
occupational hazards: violence at bank
branches, musculoskeletal disorders, air
conditioning and ventilation malfunctions. A
cross-disciplinary team set up in 2006 pools
the skills and knowledge of its members to
prevent these risks and deal with pathologies
arising from multiple factors. This approach
to working conditions offers greater oppor-
tunity for prevention and fosters joint action.

In 2008, special attention was given to the
quality and comfort of the office environ-
ment, in particular ventilation, air condition-
ing and lighting. For customer relations staff,
the acoustic environment was improved by
changing headsets and installing sound-
deadening materials.

Medical assistance to employees that have
been victims of attacks, in particular in the
Paris region, is provided in conjunction with
the city’s emergency medical services. This
initiative has been progressively improved in
recent years, and its effects can be seen in
the decrease in both the number and length
of post-attack absences and the reduction
in requests for transfer to another posi-
tion subsequent to an attack. In 2008,
137 employees received medical assistance
after an attack, and 5 of them were referred
to specialists for psychological help.

Mitigation of other occupational hazards is
addressed with appropriate measures such
as information campaigns, training, design
ergonomics, remedial ergonomics and
alert procedures. In 2008, 9 plan studies,
119 premises visits and 14 studies were
conducted on the ergonomics of work sta-
tions. The high degree of vigilance exercised
jointly by the occupational health depart-
ment, team managers, facilities manage-
ment departments, the ergonomics unit and
works committees has contributed to the
very low rate of musculoskeletal problems
reported in BNP Paribas SA.



More than 2,550 influenza vaccinations were administered. Informational and preventive
public health campaigns were organised on healthful eating, organ donation and addiction
prevention.

W Public health issues

BNP Paribas SA’'s occupational health department has been working for many years
to promote employee health. During the annual medical checkup, the physician provides
personalised care in all areas of public health. Awareness campaigns, brochures and
specific programmes are designed to address the major risks, including cardiovascular
disease, cancer, obesity and tobacco.

Several other public health initiatives were launched in 2008. At French Retail Banking,
for example, a training module for learning how to manage rudeness in business
encounters has been deployed. Role-playing games and sharing of experiences serve
to identify mechanisms that lead to aggressiveness and teach techniques of handling
tense situations and controlling emotions.

The cardiovascular disease prevention programme, PCV Métra, continues to screen
for risk factors such as high cholesterol, hypertension, tobacco addiction and stress.
Medical evaluations at Broussais Hospital of employees found to be at risk and screen-
ing for coronary impairments with a view to early treatment have resulted in 248 blood
tests and 10 hospitalisations.

Each occupational health office is now equipped with a tonometer to screen for
glaucoma.

635 people took part in the programme to help employees and their family members
in the Paris region quit smoking through the Allen Carr method; 47% of those who
responded to the satisfaction survey quit smoking in 2008. In other parts of France, 73 people
participated in sessions held in Arras, Dijon, Orleans, Chartres and Marseilles.

Taking advantage of the impact of the 10th national skin cancer prevention and screen-
ing day, organised on 15 May 2008 by France’s national association of dermatologists,
BNP Paribas provided screening for employees. 603 employees took part in 29 screen-
ing sessions. 60 of them were referred to a dermatologist for a biopsy, and 187 were
recommended for annual checkups.

Surveillance of emerging health risks is conducted with Institut de Veille Sanitaire (WHO)
to keep staff informed and provide recommendations.

A working group of human resources operating managers from all divisions and func-
tional departments makes enterprise-wide preparations for dealing with a pandemic.
Sanitary and organisational plans for such an event provide for purchases of masks,
listing recommended hygiene products, communicating on measures such as washing
hands, and posting notices in washrooms.

B Supporting fragilities and incapacities

As with prevention, redeployment of employees following several months of absence due
to illness entails concerted efforts by the occupational health department, HR manag-
ers and functional management. Given the rapid pace of change within the Group, the

reintegration process must factor in an adjustment to the new circumstances, so as
to dispel employees’ worries and allow them the time to get on their feet again.

In some cases, employees can meet with the occupational physician before resuming
work, either because they request it or because their personal physician or the reviewing
physician recommends it. In such instances the company doctor prepares the employee
for his or her return, taking into consideration any after-effects or residual handicap he
or she may be suffering.

Dealing with stress, anxiety
and depression

Stress is the second most prevalent
occupational pathology after
musculoskeletal disorders.

A special body to monitor it, OMSAD
(Observatoire Médical du Stress,
de ’Anxiété et de la Dépression),
has been set up in collaboration
with IFAS, the French institute for
action on stress, in Paris and Lyons.
At the beginning of each periodic
medical visit, each employee can
fill out a confidential, anonymous
questionnaire that is immediately
analysed and commented upon by
an occupational medicine specialist
for purposes of a personal diagnosis.
The data are then compiled and
processed by IFAS, an independent
firm, which returns the results

to BNP Paribas. The data are used
to measure stress levels, pinpoint
populations at risk and take
appropriate preventive measures.
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Outside France, the entities are endeav-
ouring to optimise occupational risk pre-
vention and access to care for employees
in conjunction with local health authori-
ties. In Ukraine, employees of UkrSibbank
who were exposed to radiation following
the Chernobyl disaster qualify for benefit
payments and additional leave, and their
health is closely monitored as part of an
initiative run by the Ukrainian authorities.

BNP Paribas is an active member of Sida
Entreprises, a business-funded associ-
ation focused on AIDS. The aim of this
association of leading French investors
in Africa is to help resolve ongoing issues
of prevention and lack of access to treat-
ments, problems that are still prevalent
despite the financial aid provided to
affected countries. BNP Paribas helps
to set up inter-company platforms in most
of the countries in West Africa where it
is present, through its network of asso-
ciated banks (BICI). BICI of Madagascar
participated in the annual Sida Entreprises
seminar held in 2008 in Antananarivo. This
seminar brought together coordinators of
company programmes to combat HIV AIDS.

In Senegal, Banque Internationale pour
le Commerce et I'Industrie (BICIS) helped
to organise the 15th international con-
ference on AIDS and sexually transmit-
ted diseases in Africa, which was held
in Dakar in December 2008.

Maintaining a qualitative social
dialogue

In 2008, the Commission on Employment
Law, BNP Paribas SA’s labour information
and negotiation body, met on 37 occa-
sions and negotiated the signature of
nine company-wide agreements. Some
of these agreements improve or continue
employee benefit plans, while others
strengthen employee representation on
various bodies.

A wage agreement for 2009 signed by
4 of the 5 labour unions provides for an
across-the-board pay increase, arise in the
flat-rate annual bonus paid to managerial
employees, and consolidation of a portion
of employees’ variable pay into base pay.

An agreement on employment and inclu-
sion of persons with disabilities was signed.
This agreement is part of BNP Paribas’
global non-discrimination and diversity ini-
tiative, and it follows up on commitments
made when the Diversity Charter was
signed in 2004. The agreement expresses
all parties’ desire to see BNP Paribas
implement a proactive long-term policy in
favour of employment and inclusion of per-
sons with disabilities. It calls for actions in
four areas: develop a plan for hiring in an
ordinary business setting; improve condi-
tions for bringing persons with disabilities
into jobs by offering appropriate working
conditions, access to professional train-
ing and technological accommodations;
seek out stronger partnerships with the
protected workers sector; and pay ongoing
attention to the various aspects of keeping
such persons in work.

An agreement was also signed in the area
of flexible insurance benefits, improving the
previous agreement signed in 2000. Death
benefits will be increased, employees on
part-time for therapeutic reasons stem-
ming from pre-existing conditions at the
time they signed up for the flexible benefit
contract will be covered in full, and admin-
istrative costs will be revised downwards.

The time savings account system, in
particular the terms and procedures for
“deposits” and “withdrawals”, has been
improved to reflect the reduction in work-
ing time (RTT). Employees now have the
option of monetising the RTT rights they
have saved.

The Group’s two occupational health
departments were merged in 2008. Having
a single department will enable the Group
to develop a groupwide occupational health
policy for the benefit of all employees.

Continuing the agreement of 10 July 1996
that created the European Works Council,
an amendment was signed in 2008. The
amendment recognises the Group’s
expansion in Europe, in particular the inte-
gration of BNL, and facilitates the exercise
of responsibilities by the Council and its
members.



Deploying a global change management scheme

B Global People Survey, a survey for moving forward

In 2008 the Group’s executive management chose to deploy an annual Global People
Survey in 10 languages on a sample of 25,000 employees in 78 countries. The purpose
is not to conduct an opinion poll but to identify the drivers of employee commitment and
to derive indications to guide actions and concrete projects at Group level, division level,
by function, by business and by territory. Response rates to the survey have been very
high, and employees are frequently adding comments and suggestions in their responses
— further proof of their interest and their attachment to the company.

Pride in belonging to BNP Paribas, confidence in its leaders, a high level of commitment
and adherence to its values and strategy are widely shared across the Group. The cor-
porate culture is seen to be centred on customer service and capacity to innovate. But
it is also characterised by a degree of compartmentalisation felt by employees, who regret
a still-insufficient appreciation of diversity and a lack of horizontal dimension, both in the
business and in their careers.

Besides this finding, the Global People Survey highlights the drivers of employees’ com-
mitment and the factors that affect their motivation, their lasting attachment to the Group
and their desire to be part of its development. All but systematically throughout the Group,
confidence in the employee’s manager comes at the head of the list: leadership, listening,
recognition of performance; along with social and environmental responsibility, ethics and
respect for diversity. These results set out the challenges for the management and human
resources of BNP Paribas.

B Internal communication: 2008, a year under the sign of change

The Group’s internal communication effort was able to adapt to the highly unusual
circumstances of 2008. Several messages and leaflets were sent round to explain the
corporate strategy and reassure employees during a period of turmoil.

A new intranet, Echo’Net, was introduced, with enhanced customisation of information
according to the user’s profile and with far more modern and interactive functionalities
and content. This intranet is already available to the majority of employees, and expan-
sion will continue in 2009.

Ambition, the Group’s in-house magazine, changed its look in 2007. It now boasts a
new, more attractive layout, new features, and is available in Russian. The new pack-
age was designed to better meet employees’ needs by helping them to follow news of
BNP Paribas and giving them a better understanding of its strategy.

Starlight, the in-house video journal, is devoted to BNP Paribas innovations. Each issue
runs six minutes and is posted online monthly on the Group’s intranet sites, in French,
English and Italian. A survey was conducted in 2008 on how this journal is perceived by
employees. 88% of respondents felt that Starlight offered a value-added news channel
inside the Group. Several special issues were put out in 2008 to comment on how the
Group was doing in terms of results during the crisis.

More than 8,000 employees are now signed up for Flash Groupe, the Group’s weekly
e-bulletin that comes in three languages and covers the highlights of the past seven
days. This electronic news format has been a big success in territories outside France,
inspiring some to start their own internal e-bulletins. More than fifteen territorial versions
have been launched, in Portugal, Switzerland, Luxembourg, Tunisia, the Netherlands,
Spain and other areas.
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Four founding

values Guiding principles

Responsiveness 1 Management principles

o 1 Ethics rules
Creativity

1 HR management rules
Commitment

CSR based on values and guiding principles

BNP Paribas does not take its approach
to sustainable development lightly. The
Group’s economic, social, and environ-
mental responsibilities are an integral part
of its business ethic and are rooted in its

founding values of responsiveness, crea-
tivity, commitment, and ambition, which
combine individual actions into a cohesive
group-wide approach.

Operating procedures

Retail Banking

Asset Management & Services

I Rules governing relations with clients and suppliers

) per division, business )
unit, and function

Day-to-day actions

Corporate social
responsibility (CSR)

Corporate & Investment Banking

Ambition 1 Ten main lines of approach to environmental responsibility
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A strong commitment to sustainable development

BNP Paribas bases its sustainable develo-
pment efforts on targeted, coherent public
commitments. It actively participated in
numerous initiatives again in 2008, some
of which are specific to the banking sector
and others of which are more far-reaching.
This allowed the Group to promote sustai-
nable development in a range of areas and
at different levels.

Global initiatives

BNP Paribas signed up to the United
Nations’ Global Compact in 2003. The
Compact’s ten principles have been
embedded within the Group’s policies and
guide all operating principles. As in previous
years, the Group published a Communi-
cation on Progress (COP) report for 2008

that outlines its approach to diversity.

BNP Paribas contributes to the work of
the Observatoire de la Responsibilité
Sociétale des Entreprises (the French
study centre for corporate responsibility),
Entreprise pour les Droits de 'Homme (a
coalition of French companies committed
to implementing the Universal Declaration
of Human Rights), and Entreprises pour
I'Environnement (a coalition of forty French
companies united by a commitment to
protecting the environment and promo-
ting sustainable development). The Group
has also undertaken to chair meetings of
the sustainable development club within
ANVIE, the French association for interdis-
ciplinary research in humanities and social
sciences in the business world.



Finance sector initiatives

In 2008 BNP Paribas formally adopted the Equator Principles for its project financing
activities. These Principles constitute a benchmark for the financial sector for the iden-
tification, assessment, and management of social and environmental risks related to
project financing. They are based on the social and environmental performance criteria
set forth by the World Bank and International Finance Corporation.

In association with the Institutional Investors Group on Climate Change (IIGCC) and the
Carbon Disclosure Project, BNP Paribas Asset Management (BNP PAM) encourages
companies to include climate change issues in their investment decisions. BNP PAM
is also one of the founding members of the Enhanced Analytics Initiative (EAI), through
which it allocates 5% of its commission budgets to socially responsible investment (SRI)
analyses. BNP Paribas is involved in the British-based Business in the Community (BITC)
organisation, which brings together more than 700 companies that promote responsible
behaviour by companies within the community.

The Group’s commitment is evident through its involvement in initiatives that expand the
reach of its main activities. At an international level, BNP Paribas Investment Partners
signed up to the Principles for Responsible Investment (PRI), launched under the aus-
pices of UNEP Finance. These Principles help companies incorporate environmental,
social, and corporate governance concerns into their mainstream investment decision-
making practices.

BNP Paribas’ public commitments

Carbon Disclosure Project

Fmartets femanes E"!"QNE Companies
. o lEA.I 3 for Human Rights

.;'I-E.;E Enhanc;ed m Apprenticeship Charter
Analytics Agreement with AGEFIPH
Initiative

CIAN Sustainable
The Equator Principles Development Charter

Charter
on corporate
commitment
to equal education
opportunities

il

Diversity Charter

Finance sector challenges Global challenges
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A CSR approach that includes

economic performance

A management duty

BNP Paribas does not consider corporate
social responsibility (CSR) as a simple act
of altruism, but rather as a management
duty that helps ensure harmony between
its economic, social, and environmental
values and its operations, employees, and
corporate philosophy.

Build a larger, more loyal customer base

Build a larger, more loyal
shareholder base

Attract top talent
and motivate employees

BNP Paribas systematically maps the steps
that need to be taken to counter the social
and environmental impact of its activities,
and performs a diagnostic review incor-
porating the results of self-assessments
carried out by individual entities, analyses
by the main SRl rating agencies, and feed-
back from the Group’s other stakeholders.

The Group is particularly focused on CSR,
with each business assuming responsi-
bility for any effects that its activities may
have on its business partners and the
environment.

Include CSR
in the Group’s

growth strategy

Boost the Group’s reputation
in the community

The Group’s approach is then implemen-
ted through action plans at the division,
business unit, territory, and function levels.
All new directions must be approved by
the Executive Committee.

1. Annual mapping of the main
CSR challenges and diagnostic
review

5. Implementation
of yearly action plans
4. Systematic coverage of all
risk areas

4

2. Self-assessments by entities

v

3. Incorporation
of independent analyses




A Group-wide mission

All of the Group’s business units, which operate in 83 countries around the world, play
a role in BNP Paribas’ CSR policy. This policy is overseen by the cross-disciplinary
Corporate Social and Environmental Delegation, which maintains a direct link with all line
managers and coordinates a network of over 200 experts from all divisions, business

lines, territories, and functions.
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The internal control mechanismm

The Group has a particularly elaborate
internal control system, the various com-
ponents of which contribute to the applica-
tion of its CSR policy. These components
include first-level checks by operational
staff and their managers, as well as regular
audits. The General Inspection Unit and
the Corporate Social and Environmental
Delegation have designed an audit metho-
dology, operational since 2004, which is
aimed at ensuring that BNP Paribas enti-
ties have implemented directives in accor-
dance with the Group’s internal control

The internal control mechanism

system. Several controls have also been
put in place to ensure that the components
of the Group’s CSR policy are included in
the overall mechanism. This methodology
was completely revamped in 2008 with
updated reference documents and gui-
des, and a more systematic treatment of
the issues and challenges that the Group’s
entities face in France and the territories.

Values

Guiding principles

Operating procedures for CSR
each business and division

Annual performance
reviews incorporating
a behaviour component
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Continuous checks
by operating
staff and managers

Performance recognised
by non-financial ratings agencies

BNP Paribas is included in the main
SRI indices: DJSI World, DJSI Stoxx,
ASPI Eurozone, FTSE4Good Global 100,
FTSE4Good Europe 50, and FTSE4Good
Environmental Leaders Europe 40.
BNP Paribas is one of only a handful of
banks worldwide featured in all indices.

Changes in overall score

2008
2006
2004

2002

Periodic audits

B SAM

2008 was the 6th consecutive year in
which BNP Paribas was included as a
component in both Dow Jones indexes
for socially responsible investment:
DJSI World and DJSI Stoxx. In 2008
BNP Paribas was the only French bank
included in these indices. The companies
included in the SRI indices are selected
annually by means of a questionnaire. In
2008, the banking sector’s questionnaire
comprised 98 questions on topics of eco-
nomic, environmental and social concern.

78

[ 3 [ |
1 Average score (%) I BNP Paribas (%)

Il Best score (%)



The ratings agency Sustainable Asset Management Inc. (SAM) identifies the top com-
panies in each sector. Out of 2,500 companies rated, only 250 actually make it onto
the DJSI World index. In the banking sector, BNP Paribas was one of only 13 European
banks and only 23 banks worldwide included in the DJSI Stoxx index.

In 2008 the Group came in significantly higher than the sector average in almost all
sections of the study, with an overall rating of 71 out of 100, compared with a sector
average of 52 out of 100. This ranking has been improving constantly since 2002,
especially in terms of economic and environmental performance.

BNP Paribas’ inclusion in SRI indices is acknowledgement of the initiatives it has taken
to meet its social and environmental responsibilities.

H Vigeo

Vigeo is Europe’s leading CSR ratings agency. The rating that Vigeo gives BNP Paribas
has included the Group’s emission credits since 2007. The details of this rating can be
obtained from BNP Paribas upon request.

In 2008 Vigeo issued a report entitled “Green, Social, and Ethical Funds in Europe.” This
report confirms that the number of European SRI funds surged 23% to 537 in 2008, up
from 437 in 2007, with total assets under management of EUR 48 billion. In this report
BNP Paribas was ranked for the third consecutive year as one of the ten European
stocks most frequently included in SRI fund portfolios.

m CFIE

Every year CFIE, an organisation that provides information on companies’ CSR perfor-
mance, reviews how thoroughly France’s NRE Act has been taken into account in the
annual reports of French listed companies. BNP Paribas’ annual report was ranked
among the Top 10 in this criteria in 2008, for the 5th year in a row, and was considered
to issue the best non-financial report in the banking sector. CFIE also gave BNP Paribas’
CSR Report a highly positive evaluation, stating that “Like last year, BNP Paribas issued
a high-quality report in 2007... It is easy to read and provides a granular level of detalil
and thorough explanations. The report has a clear layout and its tables, graphs, and
pictures effectively supplement the text.”

B The European Federation for Ethics and Sustainable Development Guide

In 2008 the European Federation for Ethics and Sustainable Development issued a
consumer guide called “Buy for a Better World” (published by Eyrolles). This guide
rates the practices of more than 100 French and foreign companies operating in France
according to five criteria: corporate governance, social responsibility, environmental
responsibility, quality and citizenship. Performance is ranked on a scale of one
star — average initiative — to four stars — excellent initiatives.

BNP Paribas was the only bank —and one of a very few French companies — to receive
three stars in all five criteria in 2007.

“Buy for a Better World” also includes a detailed sector analysis by family of products
and services. All of BNP Paribas’ banking and insurance businesses received three
stars in most of the five criteria. According to the guide, “BNP Paribas has undertaken
the most initiatives of any company in its sector.”
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BNP Paribas launches

a corporate social responsibility
blog

Acutely aware of its duty towards
society, BNP Paribas created its own
corporate social responsibility blog
in 2008: forachangingworld.com.
This is our first real interactive blog
and is dedicated to the Bank’s
goodwill initiatives around the world.
Open to everyone and available

in French and English, it aims to build
bridges between people from
different backgrounds, invite
exchange and encourage dialogue.
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A deeper commitment to microfinance

Just two years after launching our inter-
national microfinance activity, we are now
ranked among the world’s Top 10 in the
sector. This activity is based on three com-
plementary types of commitment: finan-
cing international microfinance institutions
(MFls), microfinance funds and skills-based
volunteer work.

Financing international microfinance
institutions

We believe that close support for microfi-
nance institutions (MFls) is a crucial suc-
cess factor in the microfinance business.
For this reason, we have no plans to deve-
lop a direct microfinance activity ourselves,
but will seek to identify the most professio-
nal MFls and finance their development,
especially in our host countries.

According to an international survey
published in March 2008, BNP Paribas is
the 3rd-largest lender to the microfinance
sector in terms of commitments. We work
with 22 MFls in 12 countries. Commitments
total EUR 75 million, including 63% in
Africa, 21% in Latin America and 16% in
Asia. Micro loans granted to 420,000 bor-
rowers, 80% of whom are women, have
an impact on at least two million people
counting their families.

We have forged partnerships with seve-
ral international microfinance networks
such as Solidarité Internationale pour le
Développement et I'lnvestissement (SIDI),
Horus, Grameen Foundation in the United
States and PlaNet Finance. We aim to deve-
lop our relationships with these networks,
which share the same risk management
and social impact methodologies with their
affiliates.

Microfinance funds

The market in microfinance invest-
ment funds is growing rapidly, reaching
USD 5.5 billion in 2008, a threefold increase
in two years. There are some one hundred
funds, twenty-five of which are commer-
cial in nature. Since 2005, as part of its
philanthropic offering, BNP Paribas Wealth
Management has provided its international
clientele with a microfinance fund founded
by responsAbility and PlaNet Finance.

Skills-based volunteer work

MicroFinance Sans Frontieres and JACadie,
our two skills-based volunteer schemes
launched in 2007, began to produce results
as early as 2008.

MicroFinance Sans Frontieres provides
MFls in emerging countries with the bene-
fit of banking skills in areas such as risk
management, financial control and infor-
mation systems. It organised some ten
technical support missions in 2008.
Capitalising on its initial experience in
2005, JACadie has attracted a growing
number of volunteers. They provide mana-
gement skills to micro-entrepreneurs
financed by the Association pour le Droit
a I'lnitiative Economique (ADIE) to help
them set up their business ventures. The
BNP Paribas Association of Retirees,
which has 22,000 members, partners
this project.
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BNP Paribas’ microfinance

initiatives in India

The Indian micro-loan market is growing
at a rate of about 50%. In 2007, India was
the world leader in the sector, with some
25 million borrowers. It has a hundred

or so MFls in total and BNP Paribas has
granted some EUR 10 million to seven

of them, selected for their professional
approach.

Micro-insurance

In micro-insurance, BNP Paribas
Asssurance and State Bank of India
(SBI) - a banking group with 138 million

customers - created the first private
Indian life insurance company, SBI Life,
which is now playing a major role in
developing micro insurance in India.

SBI Life provides products tailored to
over 770,000 social outreach groups, the
members of which are mostly women from
extremely underprivileged backgrounds.
For example, a network of SBI branches,
NGOs and MFls now offer two micro life
insurance policies guaranteeing a capital
sum in the event of death for a premium
of less than one euro a year.

Bandhan Group, a MFI financed

by BNP Paribas Microfinance

Bandhan Group comprises two legal
entities, an NGO and a non-banking
finance company (NBFC). It aims to
alleviate poverty by lending smalls

sums of money to women from very
underprivileged backgrounds for

setting up a business venture. Calcutta-
based Bandhan has been involved in
microfinance since 2001. It now has

4,000 employees in 160 branches across
ten Indian states. It has 1.3 million
borrowers, all women, and a loan portfolio
of EUR 91 million. Bandhan has recently
introduced a new mechanism, which
consists of providing a productive asset,
such as a cow, in the guise of a loan. This
avoids the risk of poor money management
and repayments are made from the income
obtained from selling the milk.

Frojet Banlieues three years on

In December 2005, just after the urban rioting that spread across France, we decided
to set up a new scheme called Projet Banlieues in addition to the initiatives we were
already taking to promote employment and social inclusion.

Co-ordinated by the BNP Paribas Foundation and relayed through our retail banking
network, Projet Banlieues was launched quickly thanks to the Foundation’s ten years of
experience in outreach work, especially through its partnerships with the leading national
outreach associations. Its two main partners in this field are ADIE, which provides micro
loans to the unemployed and people on income support to help them set up their own
business ventures, and the Association de la Fondation Etudiante pour la Ville (AFEV),
which recruits volunteer students to help youngsters from difficult neighbourhoods with
their school work.

Projet Banlieues has three focuses: creating jobs through micro loans in partnership
with ADIE, educational support for youngsters in difficulties in partnership with AFEV,
and support for community projects undertaken by local associations in difficult
neighbourhoods.

Capitalising on its excellent results, Projet Banlieues, which was originally due to expire
in 2008, was renewed on the same basis for a further three years from 2009 to 2011.



Projet Banlieues: Inauguration
of the ADIE branch in Aulnay-sous-Bois
by Maria Nowak

Projet Banlieues: AFEV campaign
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Micro financed business start-ups
in partnership with ADIE

With our support, ADIE has been able
to open seven branches in difficult urban
neighbourhoods. In three years, almost
1,200 micro-loans have been granted by
these branches, financing almost 850 busi-
ness start-ups.

Under the terms of the partnership with ADIE,
French Retail Banking provides a credit line
raised to EUR 6.6 million in 2008, underta-
kes to cover part of the risk of non-collection,
and helps to finance ADIE’s operating expen-
ses (for around EUR 350,000). BNP Paribas
also provides ADIE’s entrepreneur members
with the Espirit Libre Pro package at no cost
for one year. In 2008, BNP Paribas develo-
ped the I-ADIE software package to facilitate
the exchange of instructions between ADIE
and the Bank’s branches.

BNP Faribas Foundation:

Educational programmes

in partnership with AFEV

Under the Projet Banlieues scheme, the
AFEV opened three new branches in
Evry, Rouen and Nice, strengthened its
Lyons, Toulouse and Saint-Denis bran-
ches, and recruited six permanent staff.
As aresult, it was able to support almost
1,200 more children, which was better
than initially expected. AFEV also recrui-
ted 700 more volunteer students as a
result of its involvement in these new
vulnerable neighbourhoods.

Support for actions taken

by neighbourhood associations

We know that local associations working
in difficult neighbourhoods very often play
an important role in the town through their
community projects. We therefore decided
to reach out to them and provide financial
support for their actions in the ten priority
departments of France.

In three years, the BNP Paribas Foundation
has supported 124 associations, including
41 in 2008. Their initiatives focus mainly
on culture and sport, education, training,
professional and social inclusion, leisure
and disability.

imaginative and active support

Since the merger that led to its creation
in 2000, BNP Paribas has always striven
to combine performance with responsibi-
lity, both in its day-to-day business activi-
ties and in its patronage and partnership

policy.

Our historical partnerships include micro-
finance organisations, the Telethon in Italy
and France, as well as many other asso-
ciations. But we are also known interna-
tionally for our patronage of the creative
arts, for promoting and preserving cultu-
ral heritage and for our commitment to
research and associations involved in
social inclusion, education and develop-
ment. Over the years, we have become a
real powerhouse for local and global ini-

tiatives and a true innovator in corporate
social responsibility.

Against this background, the BNP Paribas
Foundation, which operates under the
auspices of the Fondation de France, has
developed sound expertise and knowledge
of the countries and cultures where the
Bank operates. The Foundation has taken
on a leading role in the Bank’s patronage
policy as a result of its experience, the
advice it provides to business units and
territories in setting up their actions or pro-
grammes, as well as the projects it has
gradually developed internationally in line
with the values that underpin the Group’s
social commitment.



In 2008, the Foundation’s role and its governance system were redefined. BNP Paribas
entered into a new agreement with the Fondation de France. Among the key points
were the appointment of a new Chairman, a reshuffle of the Foundation’s executive
committee, which comprises a college of founders made up of bank representatives and
a college of experienced outside people. These changes also provided the opportunity
to set out the guiding principles for identifying and supporting partners:

e |[dentifying partners means being able to pick out projects that are in line with the
Foundation’s guiding spirit and its areas of involvement. It also means looking beyond
those projects that come to it directly. It requires a good knowledge of the areas
concerned by patronage, a sense of curiosity and the ability to assess a project’s
impact and reach.

e Supporting projects is a core part of the Foundation’s approach. Supporting a pro-
ject does not simply mean providing funds for a few years but, just as importantly,
it means listening to the people running the project, providing input, advising them
and introducing them to useful contacts, particularly in institutional networks and the
bank’s own networks.

In 2008, the Foundation’s actions were split roughly half in healthcare and outreach
programmes and half in cultural patronage. In healthcare, actions focused on medical
research and improving the living conditions of disabled people. In outreach, actions
mainly comprised programmes to promote the social inclusion of vulnerable populations
and initiatives where bank employees can become personally involved. In culture, actions
focused on preserving and promoting museum heritage, rediscovering and promoting
musical heritage, as well as supporting artistic expression in contemporary dance, new
circus arts, jazz and literature.

Healthcare

As part of its support for healthcare and research, the BNP Paribas Foundation assists
researchers and physicians working in both medical research and applied clinical
research. Drawing on the expertise of organisations recognised by the scientific com-
munity, its actions most often take the form of funding for newly established teams over
a period of several years.

B National Cancer Center Singapore

In 2008, the BNP Paribas Foundation, in association with BNP Paribas Singapore,
decided to support the NCCS Regional Fellowship Program, a new research and co-
operation programme set up by the National Cancer Center Singapore. Led by Professor
So0, a member of several international oncology societies, the NCCS has four missions:
treating patients, research, educating the public and training.

The Foundation and BNP Paribas Singapore selected a Viethamese medical team
comprising a doctor, surgeon and research scientist for this one-year host and training
program.

B BNP Paribas Corporate and Investment Banking and the Institut Pasteur

In 2008, BNP Paribas Corporate and Investment Banking (CIB) decided to provide
financial backing for medical research in a sum equal to the budget previously dedica-
ted to end-of-year gifts. This year, CIB has decided to join the global combat against
infectious diseases alongside the Institut Pasteur, a long-time partner of the BNP Paribas
Foundation. BNP Paribas CIB will provide funding in 29 countries to the medical research
teams from the international network of Instituts Pasteur as well as laboratories working
in association with the Institut Pasteur in Paris.

Medical research: Laboratory of Human
Genetics of Infectious Diseases,
Necker Hospital, Paris




Helping Hand programme:
Enfants de Tous Pays association

Helping Hand programme:
Gloria association
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Helping Hand programme: Sports et Loisirs association in a helio-marine centre

B Disability research funding

Each year, the Garches Foundation invi-
tes applications for grants and research
contracts from young research teams
working on motor, sensory and cogni-
tive impairment as well as from doc-
tors working on improving patient care.
In November 2008, at the Garches
Foundation’s 21st annual seminar on
disability, the BNP Paribas Foundation
presented awards to four young resear-
chers for their work in this field. A par-
tner to the programme since 1991, the
BNP Paribas Foundation has so far provi-
ded grants enabling more than 60 resear-
chers to continue their work on disability.

Outreach

In outreach, the BNP Paribas Foundation
has chosen to become involved in innova-
tive pilot projects aiming to promote social
reinsertion and combat various forms of
exclusion.

B Employee initiatives

The Helping Hand programme
for employee projects in France

Since 20083, through the Helping Hand
programme for employee projects, the
BNP Paribas Foundation has supported
projects of general interest run personally
by employees of BNP Paribas France. The
programme provides funding and support
for associations in which employees are
involved on a volunteer basis. The diversity
of issues addressed, such as outreach,
healthcare, disability and precariousness,
reflects the personal commitment of the
Bank’s people as well as the human
dimension of these initiatives.

Among the 34 associations supported in
2008 were Enfants de Tous Pays, which
defends children’s rights. With support
from the BNP Paribas Foundation, this
association was able to build a hos-
tel for some thirty young street girls in
Pondicherry, India, and provide them
with education and professional training.
Another example is Solidarités Nouvelles
pour le Logement, an association whose
project is to open a hostel in Maisons-Alfort
in the Paris region with the aim of offering a
viable, decent home for people in difficul-
ties and victims of social exclusion.

Since the programme was launched,
215 projects have been undertaken
in Europe, Asia, Africa and South America.

Helping Hand worldwide

Similar initiatives have been taken in seve-
ral other countries, promoting the values
of commitment, solidarity and respect
for human rights, such as the Apoyamos
tus ideas programme in Spain and Mano
Amica run by the BNL Foundation in Italy.
A Helping Hand programme has also been
set up in Luxembourg and Switzerland
where each year the BNP Paribas
Switzerland Foundation supports more
than ten associations in which employees
are involved.



B BNP Paribas Foundation projects:
Combating school failure

In September 2008, the BNP Paribas Foundation supported the first day devoted to
combating school failure, launched by AFEV in partnership with France 5-Curiosphere
and Trajectoires-Reflex. The event aimed to raise public awareness of this issue,
invite debate and encourage the proposal of concrete solutions to help prevent the
150,000 or so young people who leave school each year with no qualifications from
plunging into the downward spiral of failure.

Support for schools

Since 2007, BNP Paribas has strengthened its support for difficult urban areas by allo-
cating a major part of its apprenticeship tax to schools in vulnerable neighbourhoods.
In 2008, the Foundation contributed one million euros to some one hundred schools in
these areas to finance the purchase, rental and maintenance of educational and pro-
fessional material and equipment.

EVEQ: promoting an enterprise spirit in difficult neighbourhoods

Since 2006, the BNP Paribas Foundation has supported the Entreprendre Villes et
Quartiers (EVEQ) association by providing funding for prize winners of enterprise
competitions in disadvantaged areas organised each year by the association. In 2007,
BNP Paribas strengthened its support for EVEQ as part of its campaign “It’s time to
take a fresh look at our city suburbs”, providing both funding and the skills of the Bank’s
employees.

Discovering the business world

BNP Paribas and AFEV experimented with a new type of partnership in 2008. Bank
employees agree to mentor a secondary school pupil to help them discover the world of
work and the banking business. The aim is to combat social inequalities when it comes
to career choice and insertion.

Music in the cities

Introducing vulnerable neighbourhoods to intellectual music — an experiment succes-
sfully conducted by the BNP Paribas Foundation in 2008 thanks to its long-standing
links with the Ysaye Quartet and AFEV. Miguel da Silva, violist with the Ysaye Quartet,
accompanied by his pupils, the young Connivences Quartet, spent two days in AFEV’s
premises in Saint-Denis to help forty or so youngsters discover the world of classical
music and string quartets.

Chess tournament in Montreuil

For the second year running, as part of the Projet Banlieues scheme, the BNP Paribas
Foundation has supported the French Chess Federation and its programme to create
chess clubs in vulnerable urban neighbourhoods.

Projet Banlieues:
Chess tournament in Montreuil




Taoub: Aurélien Bory
Tangiers Acrobatic Troupe

Press / Pierre Rigal
Derniére Minute Company
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Culture

In culture, the BNP Paribas Foundation
focuses on contemporary artistic expres-
sion by providing ongoing support for
creative artists in disciplines often neglec-
ted by corporate benefactors. At the same
time, it helps to discover rare or unheard
musical works and to promote cultural co-
operation programmes.

B Eastern jazz with BNP Paribas
El Djazair

On 12 November 2008, the Orient-Europe
Express Trio gave a concert at the Palais
de la Culture in Algiers with the joint sup-
port of the BNP Paribas Foundation and
BNP Paribas El Djazair. The trio, which
was created as part of the Culture &
Coopération association’s programme
to promote intercultural dialogue, brings
together musicians from different bac-
kgrounds and traditions, who combine
to create a surprising musical dialogue.
Their repertoire is a blend of original and
well-known compositions from Arab or
Persian music as well as jazz and western
classical music.

B A talented prize-winner

Winner of the 2007 Young Writer’s prize —
of which the BNP Paribas Foundation is a
long-time partner — Jean-Baptiste Del Amo
has confirmed his taste and talent for wri-
ting by publishing his first novel, Une édu-
cation libertine. Published by Gallimard,
the novel by this young twenty-six year
old author has not gone unnoticed. It was
selected by journalists from magazine Lire
among the hundreds of works published
for the new literary season. It also won the
Laurent-Bonelli prize and was short-listed
for the Goncourt prize.

B Tretiakov Gallery in Moscow:
restoration of Natalia Goncharova’s
triptych The Bathers

At the end of 2008, as part of its continuing

programme to help restore international

works of art, the BNP Paribas Foundation
chose The Bathers by Natalia Goncharova

(1881-1962), currently in Moscow'’s Tretiakov

Gallery, one of Russia’s most highly respec-

ted museums.

Once restored and put back together, these
three paintings, which were donated to the
Tretiakov Gallery in 1988, will be exhibited in
public for the first time and will take pride of
place in the rooms dedicated to works by
Goncharova and Larionov and in the suite
of rooms dedicated to early twentieth cen-
tury art.

B Pierre Rigal and his company
Derniere Minute

The Foundation supports the career of
choreograph Pierre Rigal and his com-
pany Derniere Minute. A former 400 metre
hurdles champion, Pierre Rigal swapped
his mathematics studies for choreography
and theatre design at the age of twenty-
four. His high level sports training has
given him a sense of effort, endurance
and performance. Press, his fifth and
latest work, created for the Gate Theatre
in London, was performed for three weeks
in Notting Hill. The British press was highly
appreciative of the show, which obtained
four stars from the Guardian and five from
Time Out. Back in France, this solo perfor-
mance, which combines dance, theatre,
illusion and acrobatics, was the central
event of the Rencontres Chorégraphiques
in Seine-Saint-Denis in June 2008.



Outside France, outreach actions to promote social
inclusion and conhesion

BNP Paribas contributes to the economic and social development of its host territories,
not only by focusing on local recruitment (see chart showing percentage of local employees
on page 124), but also by supporting local initiatives in partnership with associations
and organisations involved in civil society.

Bank of the West and financial education

In 2000, the Group’s US subsidiary became a partner of Operation Hope Inc. (OHI).
Operation Hope provides under-served inner-city communities with mainstream financial
services and financial literacy programs. From 2000 to 2008, Bank of the West contri-
buted a total of USD 1.3 million to OHI.

Creation of the BMCI Foundation

Banque Marocaine pour le Commerce et I'lndustrie (BMCI) created its Foundation in
2008. BMCI has pursued a policy of cultural and social patronage since the end of the
nineteen nineties, contributing to Morocco’s social and cultural development through
partnerships in music, publishing and outreach. Drawing on its experience in general
interest causes and with the BNP Paribas Foundation, BMCI has deepened its commit-
ment by creating its own Foundation.

Geojit in India

As India has a very young population, Geojit, the Indian subsidiary of BNP Paribas
Personal Investors, and the Indian Stock Exchange have joined forces to promote
knowledge about the investment world among young people. Geojit organises initiation
seminars in secondary schools to teach pupils about the financial markets.

BICIS in Senegal

In 2008, Banque Internationale pour le Commerce et I'lndustrie du Sénégal (BICIS)
granted 2 million CFA francs (EUR 3,000) to Samusocial, an association dedicated to
combating the dangers threatening street children. This is not an isolated gesture by
BICIS, which regularly provides support for various organisations. In 2008, during the
severe flooding that hit Dakar and inland areas, BICIS donated 4 million CFA francs
(EUR 6,000) to Senegal’s national committee for action against flooding.

In 2008, Action Sanitaire pour le Fouta (ASFO) again received funding from BICIS.
ASFO is an association of physicians, paediatricians, ophthalmologists, gynaecologists,
pharmacists, dentists and nurses who give up their time to provide free consultations
for people in fifteen or so villages.




Accretion

ADR
(American Depositary Receipt)

AMS
Arbitrage

Attribution right

B2B or BtoB
B2C or BtoC
B2E portal

Back office
BNL bc
Bond/Debenture

Capital
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Reverse of dilution. Accretion is where a corporate action (share buyback or issue of shares
in a smaller proportion than the increase in income following a merger or public tender offer,
for example) leads to an increase in earnings per share.

Negotiable certificates representing one or several shares. Their face value is stated in dollars
and interest is also payable in dollars. ADRs allow American investors to buy shares in foreign-
based companies that are not quoted on an American Stock Exchange.

Asset Management and Services.

Activity that consists of attempting to profit by price differences on the same or similar
financial assets. For example, in the case of a takeover bid, where the predator offers a price
that exceeds the price at which the target’s shares are trading.

Right to receive bonus shares issued in connection with a capital increase paid up by
capitalising retained earnings. Attribution rights are quoted.

Business to Business: sales of products or services by one company to another.
Business to Consumer: sales of products or services by a company to a consumer.

Intranet site for Group employees. The home page includes a browser, links to services and a
wealth of information concerning the various functions within the Group, practical information
for employees and career information.

Department responsible for all administrative processing.
BNL banca commerciale (formerly Banca Nazionale del Lavoro).

Debt security whereby the issuer undertakes to pay the lender a fixed capital sum at a specific
future date, plus twice-yearly or annual interest payments. Interest payments — generally at
fixed rates — may vary over the life of the bond. Debentures are unsecured bonds.

Amount of cash or assets contributed by shareholders, plus any profits, retained earnings
or premiums transferred to the capital account. The capital may be increased or reduced
during the life of the company.



Capital increase

Cash flow

CECEI

ciB
Co-branding

Comité Consultatif
des Actionnaires

Consolidated net income

Convertible bond

Corporate governance
Coupon

Custody fee

CVR (Contingent Value
Rights Certificate)

Derivatives

Dilution

Dividend

A method of increasing a company’s shareholders’ equity. The capital may be increased by
issuing new shares for cash or in exchange for assets, such as shares in another company.
Alternatively, it may be increased by capitalising additional paid-in capital, retained earnings
or profits and either raising the par value of existing shares or issuing new shares without
consideration. Existing shareholders may have a pre-emptive right to subscribe for the new
shares or this right may be cancelled. A capital increase may be carried out to give new
investors an opportunity to become shareholders. All capital increases must be authorised
in advance by the shareholders, in Extraordinary General Meeting.

Cash generated by operations that can be used to finance investment without raising equity
or debt capital.

Comité des Etablissements de Crédit et des Entreprises d'Investissement: Committee headed
by the Governor of the Banque de France responsible for monitoring the proper operation of
the French financial and banking system.

Corporate and Investment Banking, one of the BNP Paribas Group’s core businesses.

The practice of using two or more brand names to develop and/or promote a product or
service.

Shareholder Consultation Committee. A group of individual shareholders selected to advise
the company on its communications targeted at individual shareholders. The BNP Paribas
Comité Consultatif des Actionnaires was set up in the first half of 2000, at the time of the
merger.

Net income of the Group after deducting the portion of the profits of subsidiaries attributable
to minority shareholders.

Bond convertible into the issuer’s shares on terms set at the time of issue..

Series of principles and recommendations to be followed by the management of listed
companies.

The coupon represents the right of the holder of a security to collect an amount corresponding
to the revenue distributed on the security for a given year.

Fee received by a bank or broker to hold and service securities recorded in a securities
account. Custody fees are payable annually in advance. They are not refunded if the securities
are sold during the year, but no fees are payable on securities deposited during the year until
the beginning of the next year.

Financial instrument generally issued in connection with the acquisition of a listed company,
guaranteeing the value of the underlying security at a pre-determined date. The CVR entitles
the shareholder of the target to receive an amount equal to the positive difference between
the offer price and a “reference” price.

Contracts whose value is based on the performance of an underlying financial asset,
index or other investment, used to hedge or profit from future changes in the value of the
underlying.

Impact on the rights attached to a share of the issue of securities (in connection with a capital
increase, a merger, a stock-for-stock tender offer or the exercise of rights), assuming that
there is no change in the total income of the issuer.

Portion of net profit that the Annual General Meeting decides to distribute to shareholders.
The amount of the dividend is recommended by the Board of directors. It represents the
revenue on the share and the amount can vary from one year to the next depending on the
company’s results and policy.




EONIA
EUREX

EURIBOR (EURopean InterBank

Offered Rate)

Euroclear

Euronext SA

FCP (Fonds Commun
de Placement)

FRB
Free cash flow

Free float

Gain/loss on securities

Goodwill
Hedge funds

IAS
IFRS

IFU (Imprimé Fiscal Unique)

Institutional investor

Investment club
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Euro OverNight Index Average.
A derivatives market.

The most commonly used money-market rate in the eurozone.

Formerly Sicovam. Clearing house for securities transactions.

Company that operates the Paris, Brussels and Amsterdam Stock Exchanges. Euronext SA
establishes market rules, decides to accept or reject listing applications and manages all
trading technologies.

Fund invested in stocks, bonds and/or money-market securities. A FCP is similar to a SICAV,
but is not a separate legal entity. FCPs are generally smaller than SICAVs and are easier
to manage. They are subject to less restrictive regulations and can be more specialised.

French Retail Banking.
Cash available after financing operations and investments, available to pay down debt.

The amount of capital which is not under the control of stable shareholders. In other words,
capital that can be freely bought and sold and is therefore available to investors, excluding
for example shares held by the State, or shares that are subject to shareholders’ pacts and
so on. On 1 December 20083, the stocks that make up the CAC 40 index became weighted
according to their free floats, as opposed to their market capitalisations. This change was born
out of a desire to be consistent with the major world market indexes which already function in
this manner, and to ensure greater comparability between industries and shares. BNP Paribas
has a free float of 95% — one of the highest on the Paris stock market.

Positive/negative difference between the sale price of a security and the purchase price.

Difference between the cost of shares and the Group’s equity in the fair value of the under-
lying net assets.

Funds that take both long and short positions, use leverage and derivatives and invest in
many markets.

International Accounting Standards
International Financial Reporting Standards.

French tax return issued by a bank or broker, listing all the securities transactions carried out
on behalf of the taxpayer and all the coupon payments made to the tax payer.

Financial institution which, by definition or by virtue of its articles of association, is required
to hold a certain proportion of its assets in stocks and shares. Examples include insurance
companies and pension funds.

A variable- or split-capital company, which enables its members to jointly manage a portfolio
of marketable securities formed from an initial investment and/or regular capital contributions.
Clubs benefit from a favourable regime in respect of capital gains tax. The FNACI (National
Federation of Investment Clubs), which is located at 39, rue Cambon, 75001 Paris, provides on
request all the information required for the launching and smooth running of these clubs.



ISIN code

LBO

LIFFE

Liquidity

LME

M&A

Market capitalisation

Market-maker/
Market-making contracts

MONEP (Marché d’Options
Négociables de Paris)

OAT (Obligation Assimilable
du Trésor)

OCEANE (Obligation Convertible
En Actions Nouvelles ou Existantes)

OPA (Offre Publique d’Achat)
OPE (Offre Publique d’Echange)
OPF (Offre a Prix Fixe)

OPR (Offre Publique de Retrait)

OPRA (Offre Publique
de Rachat d’Actions)

Option

OPV (Offre Publique de Vente)

The new identification number for securities listed on the stock market. The ISIN code repla-
ces the well-known Sicovam code which had since become the Euroclear code. On 30 June
2004, Euronext Paris put an end to its existing system for identifying securities and replaced
it with a system that uses ISIN codes. Having already been adopted by a number of European
stock markets including Amsterdam, Brussels, Lisbon and Frankfurt, the new system gives
a unique identity to each share and therefore facilitates cross-border transactions between
investors, primarily by improving harmonisation within Euronext. The ISIN code comprises
12 characters: 2 letters to indicate the issuing country (e.g., FR for France and US for the
United States) and 10 figures. BNP Paribas’s ISIN code is FRO000131104.

Leveraged Buy Out. Company acquisition financed primarily by debt. In practice, a holding
company is set up to take on the debt used to finance the acquisition of the target. The inte-
rest payments due by the holding company are covered by ordinary or exceptional dividends
received from the acquired target.

London International Financial Futures and Options Exchange.

Ratio between the volume of shares traded and the total number of shares in issue.
London Metal Exchange.

Mergers & Acquisitions.

Value attributed to a company by the stock market. Market capitalisation corresponds to the
share price multiplied by the number of shares outstanding.

Market-makers commit to maintaining firm bid and offer prices in a given security by
standing ready to buy round lots at publicly-quoted prices. Market-making contracts generally
concern mid-cap stocks and are intended to enhance the stocks’ liquidity. In France, market-
making contracts (contrats d’animation) are entered into between Euronext, the issuer and
a securities dealer.

Paris traded options market, including CAC 40 index options and equity options.

French government bonds.

Bond convertible for new shares or exchangeable for existing shares of the issuer.

French acronym for a public tender offer for cash.

French acronym for a public stock-for-stock tender offer.

French acronym for a public offering of securities at a set price.

French acronym for a compulsory buyout offer (final stage in a squeeze-out).

French acronym for an offer to buy out the minority shareholders of a company that is already
largely controlled (first stage in a squeeze-out).

Contract giving the buyer the right (but not the obligation), to purchase or sell a security at a future
date, at a price fixed when the option is written (exercise price), in exchange for a premium paid
when the option is purchased. Options to purchase a security are known as calls and options
1o sell a security are known as puts.

French acronym for a public offering of securities at a set price.




ORA (Obligation
Remboursable en Actions)

P/E

Par value

PEA (Plan d’Epargne
en Actions)

PEE (Plan d’Epargne Entreprise)

Pre-emptive subscription rights

Preference shares

Price guarantee

Primary market
Prime brokerage

Public tender offer

Quorum

Quotation

Rating/rating agencies

Report
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French acronym for equity notes, representing bonds redeemable for shares.

Price/Earnings ratio. Ratio between the share price and earnings per share. The P/E serves
to determine the multiple of earnings per share represented by the share price.

The par value of a share is the portion of capital represented by the share.

French name for personal equity plans. Savings products designed to promote private share
ownership, invested in shares of companies that have their headquarters in a European
Union country or in units in qualifying unit trusts. Revenues and capital gains are exempt from
personal income tax and capital gains tax provided that the savings are left in the plan for at
least five years. Investments in PEAs are capped at EUR 120,000 per individual.

French name for employee share ownership plans. Payments into the plan and reinvested
interest are exempt from personal income tax provided that they are left in the plan for at
least five years (with early withdrawal allowed in certain specific cases). Surrender gains are
also exempt from personal income tax.

When a company issues shares for cash, each shareholder has a pre-emptive right to subs-
cribe for a number of new shares pro rata to the number of shares already held. The right can
be traded on the stock market. Companies can ask the General Meeting to cancel share-
holders’ pre-emptive subscription rights to facilitate certain operations or allow the company
to open up its capital to new investors.

Preference shares are shares that pay dividends at a specified rate and have a preference
over ordinary shares in the payment of dividends and the liquidation of assets. They do not
carry voting rights.

When a company acquires control of a listed target, it is required to offer the target’s minority
shareholders the opportunity to sell their shares at the same price as that received by the sellers
of the controlling interest. The offer must remain open for at least fifteen trading days.

Market where newly-issued securities are bought and sold.

Activity consisting of providing a wide range of services to hedge funds, including financing,
securities settlement/delivery, custody, securities lending/borrowing, etc.

Offer to buy shares of a company, usually at a premium above the shares’ market price, for
cash or securities or a combination of both. Where only a small proportion of the company’s
shares are traded on the market and the offer is followed by a compulsory buyout, the process
is known as a “squeeze-out”.

General Meetings can take place only if there is a quorum. For Ordinary General Meetings,
on first call there is a quorum if the shareholders present and represented hold at least 1/4 of
the voting rights. There is no quorum requirement on second call. For Extraordinary General
Meetings, the quorum corresponds to 1/3 of the voting rights on first call and 1/4 on second
call. For Combined Meetings, the quorum requirements depend on whether the resolutions
are “ordinary” or “extraordinary”.

The quotation determines the price of a security on the market at a given point in time. Prices
are generally quoted on a continuous basis throughout the day (from 9:00 a.m. to 5:30 p.m.),
providing a real-time indication of the prices at which the security concerned is changing
hands. Continuous quotation allows market players to closely track market trends. Quotations
for securities with a low trading volume are made once a day.

A rating represents an assessment of the default risk on debt securities. The rating awarded to an
issuer has a direct impact on the issuer’s borrowing costs. Changes in ratings also have a significant
impact on the issuer's share price. The main rating agencies are Standard & Poor’s, Moody’s and
Fitch.

On the Euronext Paris market, transaction allowing an investor to carry forward a buy or sell
position from one deferred settlement date to the next.



Retail Banking

ROE

Secondary market

Settlement

Share

SICAV (Société d’Investissement &
Capital Variable)

SICOVAM (Société
Interprofessionnelle pour la
Compensation des Valeurs
Mobiliéres)

Solvency ratio

SPVT (Spécialiste en Pension des
Valeurs du Trésor)

SRD
(Service de Reglement Différé)

Subordinated debt

Subscription right
TBB (Taux de Base Bancaire)

TMO (Taux Mensuel de Rendement
des Emprunts Obligataires)
TPI (Titre au Porteur Identifiable)

Trade Centre

Treasury shares

Comprising French Retail Banking, BNL bc, BancWest, Emerging Markets, Personal
Finance and Equipment Solutions.

Return on Equity. Ratio between consolidated net income and consolidated shareholders’
equity.

Market where securities are bought and sold subsequent to their issue.

Monthly date when transactions with deferred settlement (Service de Reglement Différé) are
unwound (or extended). This date corresponds to the fifth trading day before the last trading
day in the month.

A share is a transferable security representing a portion of the capital of a limited company or
a partnership limited by shares. Ownership of shares is evidenced by an entry in the issuer’s
share register (registered shares) or in a securities account kept in the holder's name by a
bank, stockbroker or other accredited intermediary (bearer shares). Shares quoted on the
stock exchange are also referred to as “equities”.

Variable capital investment company that manages a portfolio of securities on behalf of its
shareholders. Shares may be purchased or redeemed at any time. The shares are not listed
but their value (corresponding to the company’s net asset value per share) varies each day
based on changes in the value of the securities held in the portfolio.

Now renamed Euroclear France. Organisation responsible for clearing securities trades,
centralising all stock market transactions and facilitating the transfer of securities between
member institutions.

Measure of a company’s ability to meet its medium- and long- term obligations.

Primary dealer in French government bond repos.

French market where the main French and foreign equities are traded. Equities or bonds
purchased with deferred settlement are purchased on credit. The buyer is required to settle
the purchase price and the seller is required to deliver the securities on the next settlement
date, unless one or other of the parties asks for the transaction to be carried over to the next
settlement date (report).

A debt whose repayment is contingent on the prior repayment of all other secured or unsecured
creditors. In exchange for the additional risk, subordinated creditors receive a higher interest
rate than other creditors.

Right to participate in a share issue for cash.
Interest base rate.

Interest rate corresponding to the monthly bond yield.

Procedure allowing issuers to obtain information about the identity of holders of bearer
shares from Euroclear.

Specialised sales force set up by BNP Paribas to partner its corporate customers’ inter-
national development. The Trade Centres offer importers and exporters a wide range of
customised services based on the “one-stop-shopping” principle.

Shares held by the issuer. Treasury shares are stripped of voting and dividend rights and are
not taken into account in the calculation of earnings per share.




TSDI (Titre Subordonné
a Durée Indéterminée)

TSR

TMO (Taux Mensuel de Rendement
des Emprunts Obligataires)

TPI (Titre au Porteur Identifiable)

Trade Centre

Treasury shares

TSDI (Titre Subordonné a Durée
Indéterminée)

TSR

UCITS

Voting right

Warrant

Work flow

Yield
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French acronym for perpetual subordinated notes.

Total Shareholder Return: corresponding to return on the capital invested by sharehol-
ders, including dividends and unrealised gains on the shares.

Interest rate corresponding to the monthly bond yield.

Procedure allowing issuers to obtain information about the identity of holders of bearer
shares from Euroclear.

Specialised sales force set up by BNP Paribas to partner its corporate customers’ inter-
national development. The Trade Centres offer importers and exporters a wide range of
customised services based on the “one-stop-shopping” principle.

Shares held by the issuer. Treasury shares are stripped of voting and dividend rights and are
not taken into account in the calculation of earnings per share.

French acronym for perpetual subordinated notes.

Total Shareholder Return: corresponding to return on the capital invested by sharehol-
ders, including dividends and unrealised gains on the shares.

Undertaking for Collective Investment in Transferable Securities. Term covering unit trusts
and variable capital investment companies.

Right of a shareholder to vote in person or by proxy at General Meetings.

Certificate issued on a stand-alone basis or strippable from another security (share, bond)
giving the holder the right to acquire securities (share, bond). Warrants issued by financial
institutions acting as market-maker give the holder the right to purchase (call warrant) or sell
(put warrant) various underlyings (interest rate, index, currency, equities) at a fixed exercise
price during a fixed exercise period. Although these warrants constitute options, they cannot
be sold short.

Process automation technology allowing the sequential transmission of digital documents
and files to the various people responsible for processing the data.

Indicator of the return on an investment, expressed in percent. For shares, the yield
corresponds to the ratio between the last dividend paid and the last share price.
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