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CORE COMPETENCES

Airbus Group de nes the core competences it needs in order

to ful | its strategy for developing products and services. The list
constantly evolves in line with the changing strategy. For example,
in 2014 alist of 19 core competences was de ned. Competences
have been de ned at Group level and within the Divisions — ranging
from systems engineering, quality and programme management at
Group level, through to more speci c skill sets including marketing
and supporting an ageing eet at divisional level.

“Action plans have been developed
to secure the strategic competences
needed, especially over the long term.”

HR compares mapped employee competences against the
Group's forecast requirements in the short, medium and long

term. Action plans have been developed to secure the strategic
competences needed, especially over the long term. These plans
include: recruitment, career development, training, mobility between
Divisions and knowledge management.

MAKING TALENT MOBILE

One way to leverage core competences is to encourage
people to change jobs. In 2014, more than 10,000 people
changed jobs within Airbus Group, moving it one step closer
to making mobility part of its DNA. HR is keen to encourage
10% of employees a year to change jobs, especially those
identi ed as ‘talents’ with leadership potential. Mobility can
be a powerful tool for integration, and also for ensuring that
talented employees are used to their best potential.

MAPPING CORE COMPETENCES

A framework for anticipating short, mid and long-term competence needs.

ECM-C
Collective
Competence
Management
......... }
ECM-I
INDIVIDUAL . >

Competence
Management

- Identi cation of “key/critical” Jobs,

Strategic Technical Domains,
competence Competences
management - Workforce planning

focused on key/critical items

- AS-Is Mapping
Workforce - To-Be Distribution
planning - Future Gap identi cation

- Competence Action Plan

- Competence assessment interview

Indivi |
COI’T? e?::ce (Position requirements, Self-assessment,
p Interview, Review, Validation)
development - Consolidation and Action Plan
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TRAINING
AND DEVELOPMENT

Airbus Group has a strong commitment to developing
its employees. It offers training, mentoring, coaching
and on-the-job development to build key competences
in technical skills, leadership, soft skills and languages,
thereby fostering employee engagement.

DEVELOPING EMPLOYEES

In total, employees received more than 2.9 million hours of training in
2014. There is a particular emphasis on the 19 strategic competence
priorities which, together with leadership development, account for
approximately 50% of the learning investment. Airbus Group has
initiated a substantial transformation of its learning organisation. Itis
preparing the future by aligning and improving the learning offer across
the whole Group. Shifting the balance from classical classroom
training to more digital and social learning is increasing the ef ciency
and effectiveness of learning for all employees.

The Group actively seeks to make sure its employees develop to

their full potential, helping it to develop the competences it needs.

The Annual HR Cycle —which consists of two interviews between
employees and managers a year —is used to review employees’
performance and identify development needs. During these

reviews, managers and employees discuss competence gaps and
appropriate learning solutions to support employee development.

In addition, HR actively seeks out individuals with the aspiration, ability
and engagement to perform roles of critical responsibility. These
talented individuals are encouraged to take responsibility for their own
development, for example by taking on challenging assignments and
seeking feedback. Their managers and HR encourage these ‘talents’
to stretch themselves — both within their jobs and through training and
other career development activities. Talents are supported, mentored
and encouraged. But they are expected to perform and deliver for the
Group and be open to mobility.

3

Career development paths have been established in core
competences such as programme management and systems
engineering, as well as areas of ‘expert’ technical skills that are
essential to the Group. Training leading to certi cation supports
these career paths.

To make training options clearer for employees, the Group’s learning
catalogue has been simpli ed recently, reducing the number of
courses from 16,000 to 4,500 — with modules ranging from project
management, to acoustics, to validation and veri cation. Key topics
have beenidenti ed in which the Group wants to focus training for its
employees. These topics include systems engineering, quality and
programme management.

LEADERSHIP UNIVERSITY

In order to strengthen its approach to leadership, the Group
launched a leadership university for its 17,000 leaders —from

shop oor to senior management. This will harmonise leadership
learning across the Divisions and subsidiaries, offering equivalent
opportunities for all leaders to develop their careers anywhere in

the Group. The University has been running since July 2014 and is
operational. Inauguration of the main campus at Toulouse is planned
for 2016. Additional campuses are planned for Ottobrunn, Marseille,
Madrid, London, Hamburg and Paris. Campuses in the United
States and Asia will follow.

INTRODUCING ‘BLENDED’ LEARNING

Learning and training catalogues are harmonised across the
Group, and the effectiveness of training is systematically assessed
to ensure continuous improvement. A move towards ‘blended’
learning, combining digital solutions and the classroom, will foster
amore personalised approach. By 2016, the Group aims to make
50% of all training ‘blended’ learning, up from 10% in 2014.

TRAINING PRIORITIES IN 2014

AIRBUS

AIRBUS HELICOPTERS

AIRBUS DEFENCE & SPACE

= Engineering, Manufacturing and Supply Support Ramp up and Business priorities ° F usmezs & Customer ° Iéeamlng_rela(t:ed t%!Fefy
chain related Key Competences mostly = Develop core competences and “specialists” career paths ocuse ’ ngineering Capapilties
for A350 and A320Neo programmes N N X « Programme & Risk = Systems Engineering & Project
Business / ramp-up, as well as incremental = Support Quality improvement projects (mindset, career management Management also linked with
Technical innovations on all aircrafts and services path) . . « Technical excellence & external accreditation (INCOSE,
EennleE] - Support Systemhaus and Paris Le Bourget projects Innovation PMI)
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= ARP (Airbus Resource Planning) and A380
PLM Harmonisation projects

Internationalisation
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= Learning effectiveness measurement and . . ) )
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RECRUITMENT
AND EMPLOYMENT MARKETING

Airbus Group is one of Europe’s leading providers

of high-value jobs. After expanding the size of its
workforce substantially in the past decade, recruiting
the talented employees it needed for increased
production and to fuel future growth, recruitment has
returned to more normal levels.

HIRING TO SUPPORT EXPANSION

In 2014, the Group hired 5,211 people worldwide, 2,200 of whom
were in the core Divisions. At the same time, 4,478 people left the
company, in line with the low attrition rate of approximately 3%.

A LEADING EUROPEAN EMPLOYER BRAND

In line with Airbus Group integration, a single Airbus Group employer
brand was implemented across employment tools, platforms and
campaigns.

Amid erce competition for key engineering skills, the Group ranks
among Europe’s top employers. Its leadership in aerospace,
international presence, career opportunities and competitive pay
make it an attractive employer. HR works with universities in Europe
and elsewhere to promote the Group’s employment credentials. The
Group’s engineers collaborate with universities to tailor their courses
to the aerospace industry’s future needs.

Engineering students viewed the Group as a top 10 European

“In 2014, the Group hired 5,211 people
worldwide, mainly to support the
commercial aircraft programmes, but
also to source scarce skills in areas such
as cyber security and structure/stress
engineering.”

employer in 2014, according to the Trendence and Universum
Global surveys. Testifying to Airbus Group’s popularity in France, the
same organisations found it to be France’s most popular employer
when they surveyed France’s leading engineering universities.

YOUTH EMPLOYMENT INITIATIVES

The Group is committed to training and developing young people. In
2014, it welcomed 2,800 trainees and a further 4,000 apprentices.
Additionally, it takes on interns, giving them valuable technical and
personal experience, as well as a unique opportunity to have a
closer look at the industrial world.

5,211

Number of new hires in 2014

19%

Women as percentage of new
hires in 2014

39%

Employees under 26
as percentage of new hires in 2014

14%

Percentage of recruitments
outside Europe

3.3%

Employee turnover rate
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ON-THE-JOB TRAINING
FOR FRANCO-GERMAN
UNEMPLOYED YOUTH

The Group has teamed up with the Franco-German Youth
Of ce to offer two-month internships to unemployed
young people aged between 18 and 30. The programme
offers on-the-job training, as well as a structured
mentoring and support programme. It builds workplace
skills, improves employability and provides an insight
into the aerospace industry. Started at the beginning of
2014, the programme has welcomed 80 interns across all
Divisions of the Group.
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DIVERSITY
AND INCLUSION

Airbus Group promotes diversity in its workforce,

as well as inclusion in the workplace. Recruiting
fromvaried areas and backgrounds gives the best
opportunity to hire outstanding talent. The Group
believes that diversity boosts engagement, innovation
and long-term value.

A DIVERSE AND INCLUSIVE ORGANISATION

Re ecting the Group’s international presence and wide range of
customers, employees are already highly diverse, spanning four
generations and more than 130 nationalities. The Group recognises
that embracing diversity and working together across cultures to
develop innovative products has helped to foster its success.

To support the Group’s medium-term business targets, it continues
its focus on developing a diverse workforce and an inclusive
working environment that allows everyone to use their full potential
irrespective of their differences. Actions are implemented to
advance behavioural change; encourage people to assume greater
personal responsibility for diversity; have an organisation and system
that supports a diverse workforce; improve outreach through
benchmarking, partnering with relevant associations and including
all levels of the organisation.

GENDER

ltis increasingly accepted that having a balance of both genders in
ateam fosters creativity and innovation.

With a background in aerospace engineering, Airbus Group’s
workforce has historically been mainly composed of men. Therefore
encouraging more women to consider careers in the industry, raising
awareness in schools and universities, and developing women
internally, is now a priority.

While jobs will always be given to the candidate with the best
competences, Airbus Group’s target is for 25% of new recruits

to be women. Progress is being made. In 2014, women made

up 19% of recruits, 17% of the active workforce, and 10% of the
senior manager and executive community. In Airbus, events have
been held to raise awareness of careers in manufacturing. This
started with two events in Toulouse, including a Final Assembly Line
visit, networking opportunities and testimonies from production
workers. About 100 women attended the rst events, which were so
successful they have been extended to other sites.

CULTURAL, SOCIAL AND AGE DIVERSITY

HRis focusing on cultural, social and age diversity, re ecting the
Group’s growing international presence and changing workforce
demographics. Cultural diversity helps Airbus Group to enter
non-European markets, improving relations with both customers
and suppliers in these markets. Airbus aims to employ 20% of its
employees outside Europe by 2020. At the end of 2014, employees
based outside Europe accounted for 9% of the workforce

(7.5%in 2013).

Inthe eld of age diversity, 39% of new recruits were under 26. The
Group is encouraging the older generation to pass on knowledge
through tutoring or ‘buddying’. The Group is sponsoring an external
‘inter-business’ programme to share best practice and innovative
ideas to improve coordination between generations.

DISABILITY

All Divisions are working to raise awareness and eliminate bias
against disabilities through a range of initiatives. For example,

they are partnering with specialist agencies such as the Business
Disability Forum, to promote best practice in integrating disabled
people into the workforce. As a matter of course, the Group
complies with national legislation on the employment and integration
of disabled people.

DIVERSITY AND INCLUSION (D&l) STRATEGIC MODEL

Champion and lead
D&l related change in
the business. Change
mindsets, perceptions

and behaviours

Behavioural
Change

Ensure effective
processes, tools
and policies and
eliminate barriers
in the system

Remove
barriers

Culture
Change

Encourage and support
employee involvement

Self-
Initiative

Leverage global best
practices internally
and externally through
partnering and
benchmarks

Internal
and External
Benchmark
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ENGAGEMENT

Engaged employees help to maximise the
performance of the Group. An ongoing programme
seeks to enhance trust and enthusiasm, empowering
employees to innovate and make more decisions.
Regular surveys measure engagement, identifying
improvement actions for management to take.

IMPROVING OVER TIME

Employee engagement is a priority. The Group promises a trusting
environment with open dialogue about how engagement can be
improved.

For the past six years, measures have been introduced to empower
employees and remove obstacles to engagement. These
measures include sharing best practices; increasing bottom-up
communication; holding team workshops that enable teams to
evaluate ways of working and identify issues hindering engagement;
reducing bureaucracy of policies and processes; developing a
Group-wide leadership model.

Since 2009, regular surveys have recorded improvements

in engagement as a result of these actions. The third survey,
conducted in 2012, showed a meaningful increase in employee
engagement and satisfaction.

241h Nowambor 1o
1891h Dacember 2014

Engagement
Survey 4

AIRBUS

45

“We shall soon discover the results of
our latest engagement survey and,
whatever the improvements required
at team, Division or Group level, they
must be addressed in a sustained
and rigorous manner, because our
performance, competitiveness,
successful transformation and
innovation capability depend uponit,”
Tom Enders, Chief Executive Of cer,
letter to all employees, January 2015.

TESTING MOTIVATION

The fourth survey took place towards the end of 2014, reporting

its ndingsin early 2015. The survey, which employees answered
anonymously, took place at an important time for the Group.
Questions assessed whether employees understood the changes
underway as the Group becomes more integrated. They also related
to the Divisions and subsidiaries where people work. Management
has committed itself to acting on the ndings to continue
engagement’s trend of improvement.

The survey covered the following six topics: immediate work
environment, general work environment, top management,
company culture and inclusiveness, agility and performance, and
progress and change. It covered a wider range of topics than before,
for example looking into whether the Group lives up to its values of
fairness, ethics, openness and well-being.

Approximately 82% of employees — 105,890 people —took part
inthe 2014 survey. It showed a positive trend in the immediate
work environment, thanks to local leaders and teams working on
engagement together. The general environment also scored well,
re ecting employee pride in the Group.
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SOCIAL
DIALOGUE

The Group works constructively with employee
representatives. In the past 15 years, management
has collaborated with these partners to make
adjustments to working practices. In 2014,
management worked with Group, divisional and
national representatives to minimise the social impact
of restructuring.

AHISTORY OF COOPERATION

Airbus Group management and workers’ representatives have a

long history of cooperating. The European Works Council (EWC),

established at the Group’s inception in 2000, is the main forum for

dialogue with unions and employee representatives on matters

at Group level. The EWC and divisional and national committees

have been informed and consulted on a series of improvement

programmes over the history of the Group that have introduced

leaner working practices, reduced the cost base and increased
exibility.

THE PROCESS OF SOCIAL DIALOGUE

On a European level, the Group has agreements to discuss
changes such as the business transformation with the EWC and
national Works Councils. At national level, the different countries’
labour laws require the Group to consult the relevant unions, giving
them varying levels of in uence over the exact social measures and
solutions introduced.

The EWC meets twice a year to be informed and consulted

about the Group’s prospects and planned evolution. It also has

an economic committee that meets four times a year to discuss
economic matters. European sub-committees have been setup in
each of the Divisions.

“Through constructive dialogue

with workers’ representatives, the
restructuring of the business is being
achieved according to plan.”

Since 2005, the EWC'’s in uence has extended beyond the home
countries, following the signing of an International Framework
Agreement committing the Group to common social principles

and standards throughout operations worldwide. The principles
contained in the agreement are aligned with the general rules of the
International Labour Organisation conventions, the Organisation

for Economic Cooperation and Development Guidelines for
Multinational Enterprises and the UN Global Compact.

The agreement commits the Group to providing equal employment
opportunities and not discriminating against any speci ¢ groups, to
good working conditions and environmental protection. It condemns
child labour, recognises the principles of freedom of association and
the protection of trade unions’ rights.

In March 2015, an agreement on the establishment of a European
Works Council in the context of the project to convert Airbus Group
NV into a European Company was signed. This agreement governs,
under common rules, the European Group Works Council and the
European Committees of the Group Divisions. It will come into force
at the time of the conversion to a European Company.

ORGANISATIONS REPRESENTING WORKERS

Airbus Group European Works Council

EWC Economic
Committee

Airbus European Airbus Defence Airbus Helicopters
Works Council and Space Works Council European Works Council

FRENCH NATIOAL COMMITTEE

GERMAN GROUP WORKS COUNCIL

SPANISH INTER-COMPANIES COMMITTEE

BRITISH COMMITTEE

v
EGAL ENTITIES’ WORKS COUNCILS
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HEALTH
AND SAFETY

The Group has exceeded its three-year accident
reduction target and continues to make good
progress towards the goal of a world-class standard
of occupational health and safety risk management.

Protection of health and safety at work remains a top priority for the
Group. Good health and safety performance supports ef cient
production and is an indication of management excellence. The
health and safety key performance indicator is the rolling average
of the Lost Time Injury Incidence Rate. Measured on a like for like
basis, the Group exceeded its target of reducing such injuries by
15% between December 2011 and December 2014, achieving

a 24.3% reduction overall.

In 2014 the Group worked on a number of topics and initiatives,
aimed atimproving the effectiveness of health and safety
management. Primarily it focused on improving collaboration of
expert resources and better data collection, management and
analysis.

To continue the process of building a solid professional network,
some 125 health and safety experts attended the second Group
Health and Safety Congress, held in Toulouse. Health and safety
resources have also been organised in a Group-wide Centre of
Competence, led by the Airbus Group and Division Head of Health
and Safety. Divisional Heads of Health and Safety have been
appointed in Airbus Helicopters, and Airbus Defence and Space.
This new organisation is designed to promote harmonisation of
philosophy and method. To support this objective, a set of common
de nitions has been agreed upon.

The ‘ well-being at work’ network was also nalised, composed

of expert representatives from across the Group. Itis a multi-
disciplinary monitoring body with the objectives of de ning strategy,
and coordinating actions to reduce the causes of work-related
psychosocial risk, and to facilitate internal best practice sharing and
benchmarking. More than 4,500 managers have been trained on
‘managing in times of change’ delivered by e-learning in four different
languages. Airbus also entered two initiatives in the European Union
Occupational Safety and Health Agency competition for stress
management, and was highly commended for both.

A project to develop and deploy a Group-wide software tool for
recording and managing accidents and incidents is progressing
well. The project team includes safety experts from all Divisions and
home countries.

The Group health and safety team implemented recommendations
from the 2013 health and safety report, by working with Airbus
Industrial Strategy and Systems to further develop and universally
deploy a system of weekly manager health and safety tours in
industrial areas. Airbus Defence and Space and Airbus Helicopters
are deploying localised versions of this system. Coupled with this,
the system for accident investigation and escalation has been
refreshed, in preparation for the new software tool.

To provide a solid foundation of competence and to promote a
robust health and safety management and culture, a health and
safety e-learning course has been selected. This multi-lingual,
externally accredited, modular course is currently being tested and
evaluated, in anticipation of a Group-wide deployment.

GROUP LOST TIME INJURY INCIDENCE RATE: ROLLING YEAR AVERAGE
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IMPROVING
SUPPLY CHAIN MANAGEMENT

With the Group outsourcing a signi cant proportion
of its activities, the supply chain is an integral part of
its ecosystem. As several major aircraft programmes
ramp up, the Group is focusing on improving supply
chain management. This enhancement drive bene ts
both the Group and its suppliers.

Every year the Group spends the equivalent of approximately 70% of
its revenue with suppliers. In 2014, it spent an estimated €43 bilion
with suppliers, up by 1.5 percent on the previous year in line with the
growth in revenue. Aircraft propulsion systems accounted for the
largest share at 30%, followed by structure and airframes with 14%
and systems and equipment with 16%.

In recent years, Airbus Group has continued to increase the volume
of its dollar procurement as part of its strategy of reducing exchange
rate risk. In 2014, 53% of external sourcing turnover was booked in
US dollars (2013: 51%), 42% in euros and 4% in pounds sterling.

ORGANISATION, GOVERNANCE AND RISK MITIGATION

The Group Head of Procurement was appointed to the Airbus
Group Executive Committee, recognising the supply chain’s
importance in strategy and key decisions. In the course of 2014,
the governance and the coordination across the Group have been
further strengthened by the implementation of functional targets
between the Group’s head of procurement and the heads of
divisional procurement. An updated procurement strategy for the
Group, aligned to the Airbus Group Strategy 2.0, has been de ned
and two new Group procurement boards — the Supply Chain Board
and Cabin Board — have been established.

The Procurement function is improving its performance through
creating a more integrated, effective and lean organisation. It aims to
increase harmonisation of internal and supplier-related processes,
job pro les, training processes and tools.

Each Division’s procurement function integrates enterprise risk
management into its processes. In 2014, the procurement risk
management process has been harmonised across the Group.
Following 2013's compliance risk assessment, the Compliance
Committee and Audit Committee decided to set up a Group-level
Ethics and Compliance Watchtower in 2015, to perform supplier
integrity checks.

Following the creation of the Airbus Defence and Space Division, a
centralised supplier quality team was established in 2014. This team
took over responsibility for the performance of suppliers from the
functions in the former business units that were merged to form the
new Division.

GLOBAL SOURCING AND SUPPLIER CONCENTRATION

In the past few years, the supply chain has become concentrated
and more international. Consolidation within Europe’s aerospace
and defence sector, as well as the tendency of major new aircraft
programmes to place larger work packages with a smaller number
of lead suppliers, has led to greater concentration. In 2014, the
Group's top 10 suppliers accounted for more than 40% of external
sourcing.

Supporting the Group’s international expansion and production
ramp up, country sourcing of cesin China, India, the United States
and Brazil have helped to identify a high-quality and diversi ed base
of suppliers beyond the Group’s traditional home countries. While
European suppliers accounted for 70% of Airbus Group external
turnover in 2014, 30% was sourced from the rest of the world. The
Group has increased sourcing from outside Europe in recent years,
in line with its international expansion.

The Group continues to explore the potential of suppliers in
additional countries. In 2014, supplier surveys were carried out in
Vietnam, Malaysia, Japan, South Africa, the Baltic States, Poland
and Turkey.

PROCUREMENT STRATEGY: SIX CORE ELEMENTS

OPTIMISE TOTAL COST OF OWNERSHIP

POSITION PROCUREMENT
IN A LEADERSHIP ROLE

ACT RESPONSIBLY
AND ENFORCE COMPLIANCE

DESIGN
THE SUPPLY CHAIN

CONTINUOUSLY DEVELOP A LEAN
AND AGILE PROCUREMENT
ORGANISATION

PRO-ACTIVELY MANAGE
SUPPLY BASE PERFORMANCE

INSPIRE AND DEVELOP
PROCUREMENT EMPLOYEES
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COLLABORATION
ACROSS THE SUPPLY CHAIN

The Group has a philosophy of collaboration with
suppliers, designed to foster risk-sharing partnerships
thatbene tall parties. This philosophy is backed by a
series of tools to ensure control and transparency.

Close collaboration helps to support supply chain performance.
The Group speaks regularly with major suppliers in order to discover
areas of strategic cooperation. Through regular events and forums,
such as supplier days, it discusses and resolves topics concerning
the aerospace and defence industry’s supply chain.

Europe’s small and medium sized enterprises (SMEs) also receive
support. They are an important part of the region’s aerospace

and defence supply chain. For example, the Group is a founding
member and driving force behind SPACE, an organisation

that supports aerospace SMEs, helping them to improve their
performance, to prepare for industrial ramp ups, and to innovate
through research and development (see Airbus Helicopters case
study, page 53).

EXTENDED ENTERPRISE

Airbus has developed a supply chain philosophy called the
‘Extended Enterprise,’ to optimise ways of working with suppliers.

In particular, Airbus has matured the philosophy and its practices
during development and ramp up of the A350 XWB programme.

As the A350 XWB and other major aircraft programmes enter critical
phases, Airbus conducted jointimprovement programmes covering
engineering and production capabilities in 2014 with its major
suppliers (see A350 XWB case study, page 55).

This philosophy of partnership entails sharing both risks and
opportunities with suppliers. Speci cally, suppliers share responsibility
for developing technology in return for larger work packages.

Strict selection for Extended Enterprise-type suppliers include
qualities such as expertise in aerospace, defence and security; ability
to getinvolved in the programme during the development stage; and
critical size and capability to complete the proposed work package.
Such relationships are formed only after careful review of their strategic
merits.

COMMITMENT
TO FRENCH SPACE SMEs

French SMEs are key suppliers to Airbus Defence and
Space’s Space Systems business line. In order to booster
collaboration, the Division has been supporting 20 suppliers
in the Aquitaine and Midi Pyrénées regions since 2013
through its COMETES initiative. The 18-month programme
aims to improve SMEs’ technical skills and operational

ef ciency. Airbus Group consultants help to implement the
improvement plans. In 2014, signi cant progress was made
towards the objective of 95% on-time delivery and 98%
on-quality delivery by May 2015.

DIMENSIONS OF REVERSE SUPPLIER QUESTIONNAIRE

All questionnaire dimensions include speci ¢ compliance-related questions.

RELATIONSHIP

Quality of the relationship
with Airbus Group interfaces

FORECAST

Knowledge
of the forecasts
from Airbus Group

COMMUNICATION

Transparency of the
communication and quality
of information provided
by Airbus Group

TRANSACTIONAL PROCESS

Clearness and ef ciency
of Airbus Group Procurement
process

REQUIREMENTS

Quality of the requirements
provided by Airbus Group

COOPERATION

Support and collaboration
of Airbus Group in terms
of engineering, innovation
and strategy
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LOGISTICS

Knowledge of the delivery
conditions for Airbus Group

DEVELOPMENT

Support from Airbus Group
in terms of development
and innovation
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TOOLS FOR CONTROL AND TRANSPARENCY

The Group has developed a range of tools for fostering
control and transparency, the best of which are being
used increasingly across the Group. The tools are
described below. They help to make sure that supply
chain components and structures are received on
time and up to the required quality, safeguarding
production schedules.

STABILITY OF SUPPLY

Watchtower:

The Divisions deploy “Watchtower” processes to avoid supply

chain disruptions caused by major suppliers’ nancial troubles

or instability in their home countries. The Watchtower monitors

the nancial statements and operational performance of major
suppliers, and those thought likely to be at risk, for signs of distress.

If Airbus discovers dif culties, it suggests recovery plans ranging from
engineering or nancing measures to more fundamental solutions.

In particular, Watchtowers are used for programmes

in series production. They are empowered at divisional level but share
acommon governance model and centralised nancial analysis
resources.

Strategic procurement solution (ePROC):

The Group’s common procurement platform, ePROC, provides
greater visibility into the Group’s supply chain, allowing the different
buyers to collaborate with each other. Itis an ef cient way of working
together on supplier selection, contract management and supplier
evaluation. Following Airbus Defence and Space joining the platform
atthe beginning of 2015, all three Divisions use ePROC.

Procurement Academy:

The Airbus “Procurement Academy” provides training to harmonise
procurementjob pro les, competences and skills. The academy

has introduced a complete set of common training solutions, covering
the full range of supply chain topics. Additionally, training is offered

to suppliers.

ENSURING HIGH QUALITY

Supplier audits:

Supplier audits and assessments support the goal of making sure
that supplier deliveries meet the Group’s speci ¢ requirements.
Several thousand audits and assessments were performed in 2014.
Suppliers are assessed annually, with ve areas of performance
evaluated: logistics, quality, customer support, commercial
performance and technical performance. An average score

is calculated for each supplier.

Reverse supplier evaluation:

The Group carries out reverse supplier evaluations to get feedback
about its own procurement and supply chain management
performance. Conducted in 2013, the rst survey involved more
than 260 suppliers working for Airbus Defence and Space.

The questionnaire looked into issues such as the quality

of relationships, communication, cooperation, support and
compliance. Following analysis of the results, corrective actions are
being undertaken. The next evaluation will be completed in 2015.

TYPES OF SUPPLIER AUDITS & ASSESSMENTS
(ARBUS)

Equipment, Systems & Support Cabin & Cargo
@ Aerostructure 43% ® General Procurement 17%
@ Materials 19% @ Multiple types 3%

® Power Plant & Nacelle 1%

PROMOTING
“DISABILITY-FRIENDLY” SUPPLIERS

For the past four years, Airbus in France has promoted
employment of disabled people by its suppliers. A dedicated
project team was set up in 2011 to increase sourcing from
“disability-friendly” companies. A speci c clause has been
integrated into calls for tender. As a result, sub-contracting
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volume with these specialised companies has grown by
158%, from € 6.4 million to € 16.5 million. Having made
such a positive impact, the General Procurement function is
extending the procurement project across all Divisions and
countries from 2015.
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CASE STUDY
AIRBUS HELICOPTERS:

HELPING TO RAISE

SME PERFORMANCE

In its drive to raise the standards of supplier quality
and performance, Airbus Helicopters is working hard
to helpits suppliers in several different ways.

Within France, itis participating in a three-year initiative, started in
2014, to raise the standards of operational execution in

the aerospace supply chain, encouraging industrial excellence.
Organised by the Groupement des Industries Francaises
Aéronautiques et Spatiales (GIFAS), this € 22.9 million programme
is known as Performances Industrielles.

The programme is pursuing its goals in four ways:

1 - Improving the performance of the supply chain

2 - Enhancing relationships between customers and suppliers
3 - Raising the competitiveness of SMEs

4 - Sustaining and developing jobs.

Designed speci cally for SMEs, Performances Industrielles gathers
them into clusters of ve to seven companies. SMEs can either
participate by creating a cluster of fellow SMEs or by joining

a cluster. In both cases, they receive training in areas such as lean
manufacturing and management improvement that is designed

to build industrial maturity.

Airbus Helicopters is heading the project in France’s Provence-
Alpes-Cote d’Azur (PACA) region, and has recruited some of its tier
one suppliers as cluster leaders. In this way, the local SMEs gain
from both GIFAS'’s funding and the expertise of leading aerospace
companies such as Airbus Helicopters. Furthermore, Performances
Industrielles encourages stronger links between the aerospace
companies and suppliers taking partin the programme.

(The illustration below shows how the scheme is organised.)

STRENGTHENING SUPPLY CHAIN PERFORMANCE WITH PERFORMANCES INDUSTRIELLES
Airbus Helicopters is one of the 34 industry leaders involved in this programme. In 2014, 202 SMEs were involved

& AIRBUS

HELICOPTERS

Airbus Helicopters is teaming

up with some of its suppliers
regardless of their rank in its supply
chain: as anindustry leader in
Provence-Alpes-Cote d’Azur
(PACA) region, Airbus Helicopters
needs to ensure that all the
suppliers involved in its supply
chain are sharing common quality
standards and methods.

Because the quality of a supply
chain relies on the strength
of each of its links, optimisation of

SUPPLIER

SUPPLIER

The expert analyses how to improve the
processes of each SME involved in the cluster

the processesiis critical.

The accessibility to independent
experts is therefore a success
factor. This is precisely the aim
of the programme.

led by Airbus Helicopters in order to:
. » Reduce costs due to non quality
’ ’ « Increase on-time deliveries

« |dentify which competences are required
INDEPENDENT

EXPERT
As aresult, the strength of the full supply chain

is enhanced
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CASE STUDY
CREATING THE A350 XWB
'EXTENDED ENTERPRISE" SUPPLY CHAIN

When Airbus conceived the A350 XWB project, it
pioneered a new way of working with suppliers. Major
suppliers work more closely with Airbus, gaining larger
work packages but sharing some of the development
risks. This form of ‘partnering’ has resulted in
improved performance from suppliers, helping to
secure the programme’s industrial success.

A350 XWB PROCUREMENT POLICY

As it has piloted the A350 XWB from design to successful
production, Airbus has pioneered both new aircraft technology
and an innovative way of working with suppliers. It has adopted an
“integrator” strategy for this latest-generation jet, outsourcing much
of its design, manufacturing and sub-assembly.

Far more comprehensive work packages have been purchased
from suppliers than in previous programmes. In particular, each
supplier work package is much larger, more integrated and
technologically more innovative than in previous programmes.
Airbus has transformed its supplier relationships, awarding larger
work packages to a selection of major tier one suppliers, transferring
costs of development and some of the risks.

From the beginning, the A350 XWB programme opened up a new
level of partnership with tier one suppliers, known as members

of the ‘Extended Enterprise’. A multi-stream approach has been
developed to make sure that suppliers are managed in a way

that is well synchronised with the programme’s milestones. The
programme’s reliance on suppliers is shown by the fact that they
account for roughly 60% of the A350 XWB aerostructure cost.

NEW WAYS OF WORKING: BROADER, EARLIER, CLOSER

In order to make working with suppliers as ef cient as possible,

the A350 XWB programme is based on three pillars:

» More comprehensive and integrated work packages;

« Earlier supplier involvement in the process;

« Closer collaboration with suppliers, sharing key processes and
[T tools, like the digital mock-up.

Having a greater involvement in the aircraft’s development,

tier one suppliers are responsible for meeting targets for product
speci cations and performance. They also have targets for cost and
schedule. Contracts span the A350 programme’s entire lifecycle.

Suppliers, therefore, have far greater autonomy when completing
their work packages and delivering them, saving costs all along the
phases. This helps to make sure that suppliers make fewer errors,
improves the maturity of work packages and reduces development
and production costs.

SUPPLIER MANAGEMENT AND DEVELOPMENT

While Airbus has invested signi cantly in producing the aircraft's
parts and components, the A350 XWB's success rests equally

on mastering its supply chain. This depends on robust surveillance
and continuous improvement.

For each major supplier, arisk pro le has been created, showing
supplier capabilities for programme management, engineering,
con guration management, quality management, supply chain
and logistics, as well as industrial and product support. Operational

AIRBUS SOURCING PRINCIPLES: ENHANCED RESPONSIBILITIES

Past

Platform Assembly
Large-scale Integration

Value-added Parts
and Assemblies

Make-to-print Parts
and Assemblies

Raw Materials

- Fewer, but still many direct partners
- Limited role for “integrators”

- Some technical competences remain exclusively internal

- Far fewer large direct risk-sharing partners with whom
to build strong ties and who can share capital expenditure,
development costs and risk

- A real global extended enterprise
- Extensive role for “integrators”

- Design to functional speci cations of large main components
or sub-assemblies

- Some technical competences remain exclusively internal
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performance is measured in terms of adherence to planning

and targets. Airbus has developed a tailored action plan for each
supplier, so that it can support measures that will increase supplier
capacity and improve performance.

‘Joint-improvement’ or ‘transformation’ plans have been prepared
for high-risk suppliers. These plans align priorities between Airbus
and the supplier, so reinforcing programme management, and
improving engineering and production capabilities. The aim is

to create long-term partnerships while improving performance.

In order to control the supply chain effectively, Airbus needs a
complete picture of the performance of tier one suppliers at all times.
A digital control room integrates all the supplier performance data,
giving visibility into the supply chain, and providing early warnings

of any performance problems.

Furthermore, the supply chain Watchtower monitors the nancial
statements and operational performance of major suppliers, and
those thought likely to be at risk, for signs of distress (see page 51).

CONCLUSION

The Extended Enterprise model is an important factor in the A350
XWB programme’s success. Thanks to improved working methods,
as well as optimised and ef cient data exchange,

both Airbus and its suppliers share a common framework.

A structured risk management approach has supported supplier
readiness. As aresult, airworthiness certi cation was received in
2014, preparing the way for the rst delivery to Qatar Airways, the
launch customer.

In 2015, Airbus is on the way to turning out monthly fromits nal
assembly line three of the A350-900 version of the aircraft.

The number of supplier errors, such as missing items, has fallen
signi cantly. This provides strong support for the industrial ramp up.
Regarding the A350-1000 stretch version of the jet that is stillin
development, suppliers’ engineers have completed the design of
their work packages. The MG7 (end of the design) milestone was
passed in December 2014. The rst A350-1000 aircraftis set

to enter the nal assembly line early in 2016.

In future, the lessons of the A350 XWB Extended Enterprise will help
to improve supply chain performance both within Airbus and across
the wider Group.

PARTNERING APPROACH FOR WORKING WITH SUPPLIERS

EVOLUTION OF SUPPLIER INVOLVEMENT
OVER THE PRODUCT LIFECYCLE

HIGH

a

REDUCTION IN NUMBER
OF WORK PACKAGES (A330:100)
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CONCENTRATING ON HUMANITARIAN AID
AND YOUTH DEVELOPMENT

The Group’s foundations focused their activities still
furtherin 2014. Membership of the Airbus (Corporate)
Foundation was extended to all three Divisions,
creating a new Group-wide foundation, with elds

of activity centred on humanitarian aid and youth
development.

Re ecting the increasing integration and centralisation of the Airbus
Group, the number of philanthropic foundations is being reduced
in order to concentrate and simplify their activities. In the future

the Airbus (Corporate) Foundation will become the Group’s sole
foundation. It will continue to work in the elds of humanitarian relief
and youth development.

The Airbus Group Foundation (formerly the EADS Foundation)
reached the end of its statutory ve-year termin 2014, and its
funding was not renewed. While the Airbus Helicopter Foundation’s
termis set to run until 2017, its mandate will not be renewed for
another term.

This centralisation will allow the remaining Airbus Foundation to

use all of the Group’s resources in its mission. In the aftermath of
natural disasters, for example, it will be able to deploy aircraft or
ferry ights, supply helicopters, take satellite imagery and provide
communications.

“This centralisation will allow the
remaining Airbus Foundation to use all
of the Group’s resources in its mission.
In the aftermath of natural disasters,

for example, it will be able to deploy
aircraft or ferry ights, supply helicopters,
take satellite imagery and provide
communications.”

MATCHING EMPLOYEE GIVING

A Group-wide fundraising campaign gathered €260,000 in 2014
for Syrian refugees in Iraq, as well as victims of the Ebola crisis

in West Africa. The Airbus Foundation donated the rst€50,000
and then matched employee donations to the campaign,
including €10,000 from Tom Enders, CEO. The campaign was
coordinated by the IFRC.

FOCUSING OUR ACTIVITIES

Key intervention areas: support
to academic research and its
actors, promotion of science

by accompanying foundations
and developing incentive
actions towards young people

Key intervention areas:

youth development,

2004 humanitarian activities,
the environment Key intervention areas: urgent
humanitarian aid, support for
2008 disadvantaged populations,
youth development, aid for
I developing countries
2012 €4 .9 mnovers years
| €50mnover10 years Airbus Corporate Foundation |
2014 Airbus Group Corporate Foundation €2 mnovers years
\ €15 Airbus Helicopters Foundation
_ mn over 3 years I
2017 Airbus Corporate Foundation

Priorities for the Group
Foundation:
* Humanitarian
= Youth

4
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A DECADE OF ACHIEVEMENTS

While the Airbus Group Foundation’s activities were discontinued

in 2014, its support of scienti ¢ research and youth development
over the 10 years of its existence has made a signi cant positive
impact. One of its best-known activities was the Iréne Joliot-Curie
Prize, sponsored jointly with the French Ministry of Higher Education
and Research, designed to encourage women in science and
technology. 2014's ‘Woman Scientist of the Year’ is Héléne Olivier-
Bourbigou, head of research in molecular catalysis at public-sector
research body IFP New Energies, who is developing sustainable
processes that reduce the environmental impact of chemicals.
Inthe eld of research, the Foundation funded 12 research and
teaching chairs at universities, including the Castex Chair for
Cyberstrategy and the Chair for Composites Manufacturing at the
Ecole Centrale de Nantes. Additionally, it organised the annual
Research Takes Flight Day, which brings together representatives of
the French and European scienti ¢ community from the corporate
and research worlds to discuss key issues for the future. In 2014,
the theme was robotics, including issues such as what degree of
autonomy can be expected from robots.

The Foundation’s youth development activities gave 80 students
10-year grants to enable them to pursue their education. Four of
them graduated in 2014, some are stillin engineering schools, or
are studying medicine or mechanics at university. Although the
Foundation has been dissolved, its support of these young people
will continue until their graduation.

HUMANITARIAN RELIEF FLIGHTS

Relief ights are organised to deliver food and medical
supplies to disaster zones and other areas worldwide
where communities are in need, and helicopters are
put at the disposal of NGOs so that they can access
remote areas.

“Between its establishment in 2008 and
2014, the Airbus Foundation coordinated
38 humanitarian ights, successfully
delivering more than 470 tonnes of
aid —including medical supplies, food,
water sanitation equipment and clothes
—across Ve regions. Since 2013, the
Airbus Helicopters Corporate Foundation
has volunteered around 150 helicopters
ight hours in response to humanitarian
crises around the world — a number that
continues to grow.”

DELIVERING FOOD AND MEDICAL SUPPLIES

Taking advantage of the transport capacity of Airbus aircraft, the
Airbus Foundation ferries aid to communities in need around the
world. Between its establishmentin 2008 and 2014, the Foundation
coordinated 38 humanitarian ights, successfully delivering more
than 470 tonnes of aid — including medical supplies, food, water
sanitation equipment and clothes —across ve regions.

Both customer aircraft on their maiden ights and Airbus
development aircraft deliver the supplies. After the customer
receives its aircraft from the Toulouse or Hamburg delivery centre,
the Foundation coordinates between the customer and one of

AIRBUS GROUP FOUNDATION'S POSITIVE IMPACT

180

employees from all Divisions
involved in projects

More than 100

scientists awarded by the Airbus
Group Foundation Prizes

€2.5 million

granted to different associations
and initiatives

o 100)

site visits organised
for pupils

12

research and teaching
chairs funded

More than 6,000

pupils bene ted directly
from Foundation activities

120

research projects supported
in more than 50 research labs

3

partner foundations
created

40,000
Flight Books
distributed
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its partner NGOs to Il the otherwise empty aircraft cargo hull with

humanitarian aid. At the end of 2014, the Foundation had worked
with 14 different customer airlines, which had performed 29 of the
total ights.

The Airbus Foundation has signed a cooperation agreement

with the Federation of Red Cross and Red Crescent Societies
(IFRC), pooling expertise and resources in order to bring relief to
communities in distress as quickly as possible. The intention is to
deliver emergency response units when a natural disaster strikes or
in the midst of a humanitarian crisis. The IFRC agreement, signed in
2012, gives it the right to use up to four Airbus development aircraft a
year, depending on their availability.

In 2014, three ights ferried aid for communities in need, but the
absence of natural disasters meant there were no emergency aid
deliveries. The occasion of the delivery of Emirates’ 50th A380 was
an opportunity to y 41 tonnes of relief goods — the largest ever on a
single Airbus Foundation ight —to the UN World Food Programme
humanitarian response depot in Dubai. The goods were deployed in
cooperation with Action Contre La Faim.

An A320 delivery to South Africa Airways was used to transport a
tonne of medical equipment, school supplies and clothing donated
by la Banque Alimentaire du Pallet and Of ce Depot, the business
equipment supplies chain. Aviation Sans Frontieres and World
Vision South Africa, an NGO specialising in sponsoring children in
need from around the world, coordinated the goodwill ferry ight to
Johannesburg. Children’s clothing and stationery supplies were
distributed to hospitals, clinics and schools.

Additionally, an A321 delivery to JetBlue transported 10 tonnes
of medical supplies, blankets, sheets and toys from Hamburg,
Germany to Haiti. The donations included cholera medication,
sheets, clothing and toys.

HELICOPTER FLIGHTS AND TRAINING

Whenever infrastructure is destroyed or communities are af icted
by severe weather, helicopters are the best option to save lives and
alleviate suffering. Helicopters play a critical role in humanitarian
relief work, performing a number of important missions. The Airbus
Helicopters Corporate Foundation arranges for helicopters to be
deployed to disaster areas and coordinates their operations. It
charters helicopters from operators based near disaster zones,
putting them at the NGO's disposal.

In 2014, the Foundation formalised its support for the French
Ministry of Foreign Affairs Crisis Centre, partnering with the centre
to provide humanitarian agencies with helicopter airlift support for
natural disasters and other emergency situations.

Activities performed in 2014 in Bolivia and the Balkans included
ground surveillance, search and rescue, medical evacuations,
and the transport of food, basic necessities and even construction
materials:

= In order to respond to the needs of Bolivia’s ood-ravaged
population, where torrential rains left many people dead and
homeless, the Foundation took measures to assure helicopter
supportto rstaid operations. The helicopter provided by the
Foundation logged 40 ight hours, assisting in the evacuation and
transport of the wounded and the distribution of food and water.

NUMBER OF FLIGHTS PER NGO

W/
ASF

MAwiation Sans Frontieres

ACT
[£:\]

[ acl lhtiaRATIO WAL ]

Other
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= Inresponse to the catastrophic oods that hit the Balkans, the
Foundation partnered with the French Ministry of Foreign Affairs
and International Development in Serbia and with the International
Federation of the Red Cross in Bosnia, in order to help people
stricken by the disaster. The team’s missions were to assist with
evacuations, as well as identifying and cordoning off the areas
worst affected by the adverse weather.

Beyond providing helicopter transport, the Foundation supports the
training of volunteers and medical staff in the use of helicopters for
emergency rescue missions. A 2014 agreement with the French sea
rescue organisation, Société Nationale de Sauvetage en Mer (SNSM),
committed the Foundation to provide support for the training and
equipment that will prepare volunteers for helicopter rescue missions.
SNSM has more than 7,000 volunteers based at 220 lifeguard
stations along the coast of France and in its overseas territories.

The year also saw the Foundation working in partnership with the
Société Frangaise de Médecine de Catastrophe and its Brazilian
counterpart Consultoria e Gestdo em Saude, training the Brazilian
medical corps in urgent medical aid provided by helicopter. More
than 40 doctors and nurses from all over Brazil received training,
developing their knowledge of air rescue.

YOUTH PROGRAMMES

Supporting disadvantaged and disengaged young
people is a priority for the Airbus Foundation.

Over the six years since its inception in 2008, the Foundation has
supported more than 50 youth development projects, which have
used aviation to inspire children from dif cult backgrounds.

The Foundation develops and implements signature projects that

are carried out annually around Airbus sites worldwide. For example,
the ‘Flying Challenge’ has grown over the past three years into the
Airbus Foundation’s largest youth mentoring programme. Launched in
partnership with United Way, a non-pro t organisation that promotes
education as a means of development, Flying Challenge programmes
seek to inspire youngsters through weekly tutoring by business and
engineering school students, and through coaching sessions by
Airbus employee volunteers. After starting out at the Airbus site in
Toulouse, France, it has expanded to Wichita in Kansas and Getafe in
Spain. A pilot programme was also held at Cadiz, Spain during 2014.

More than 500 school children aged 13 to 16 from disadvantaged
backgrounds took partin the 2014 events. By leveraging Airbus
employees’ competences, the Flying Challenge helps students
who are at high risk of not continuing to higher education. It aims
to help them to achieve success in their academic, social and
professional lives.
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“Over the six years since its inception in
2008, the Foundation has supported
more than 50 youth development
projects that used aviation to make

the dreams of children under 20 from
dif cult backgrounds a reality.”

In 2014, the Foundation also piloted a programme in Toulouse,
encouraging young people to volunteer with the French Red Cross.
Once again, Airbus employees mentor the young Red Cross
volunteers, who are between school and higher education, or taking
agap year.

During the Foundation’s existence, it has supported a number of
other initiatives. For example, it has partnered since 2011 with the
Gulf Coast Exploreum Science Centre in Mobile, Alabama to launch
the ExploreAir Programme, which aims to ignite curiosity in children
aged 11 to 16 in the subjects of science, maths and technology.
Similarly, the AirMinies project has been inspiring children aged 8 to
14 from challenging backgrounds since 2010. Run in collaboration
with Spielhaus Horner Rennbahn in Hamburg, AirMinies gives
children the opportunity to learn about science, maths and physics
in a fun and engaging environment. Finally, the Ailes Pour Tous
programme, run in collaboration with the Purpan Children’s Hospital
and the Toulouse Rotary Club, brings child patients and their families
together with the ight test teams to visit Airbus A380 test aircraft in
the morning. In the afternoon, the children experience rst ights with
the Rotary Club. Since its launch in 2009, several hundred children
have attended this eventful day.
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INDEPENDENT
ASSURANCE REPORT

AIRBUS GROUP
YEAR ENDED DECEMBER 31, 2014

Independent assurance report on the review
of a selection of environmental and social
performance indicators.

Further to your request, we have performed a review of a selection of
environmental and social performance indicators selected by Airbus
Group (“the Indicators™), identi ed in this report by the symbol v, in
the Corporate Responsibility & Sustainability 2014 Report on pages
68 and 69.

These Indicators have been prepared under the responsibility

of the management of Airbus Group, in accordance with Airbus
Group environmental performance indicators reporting guidelines,
Airbus Group greenhouse gas emissions inventory guidelines,
Airbus Group HR De nitions Palicy, “Headcount de nitions for

all consolidated companies of Airbus Group”, Airbus Group

Speci cation for HR De nitions (Available ; Active Work Force;
Availability Reason) and Airbus Group Band and PD Eligibility
(Speci cation for Executive/Non-Executive status), hereinafter

the “Reporting Criteria”, which can be consulted at Airbus Group
headquarters and are summarized in chapter “Scope and
Methodology” of the Corporate Responsibility & Sustainability 2014
Report.

The Airbus Group Environmental Reporting Coordinator and the
head of HR Operations Data management were respectively
responsible for preparing the environmental performance indicators
and social performance indicators. Environmental and social

Reporting Criteria can be consulted at Airbus Group headquarters
and are described in chapter “Scope and Methodology” of the
Corporate Responsibility & Sustainability Report 2014.

ltis our responsibility to express a conclusion on these Indicators.
Our review was conducted in accordance with International
Standard on Assurance Engagement (ISAE 3000), published

in December 2003. Our independence is de ned by legal and
regulatory texts as well as by our Professional Code of Ethics.

The conclusion expressed below relates solely to these Indicators
reviewed and not to the entire sustainability information published in
the 2014 report. A higher level of assurance would have required a
more extensive review.

NATURE AND SCOPE OF THE WORK
We performed the following review to obtain a limited assurance that
the Indicators are free of material misstatements:

— We assessed the Reporting Criteria with respect to
its reliability, understandability, neutrality, completeness
and relevance.

— We interviewed the persons in charge of environmental
and social reporting at corporate level to check compliance
with the Reporting Criteria.

— We assessed the risk of material misstatement, performed
analytical review and tests with relevant ratios and veri ed,
on a test basis, the calculations and data consolidation.

1« Environmental indicators: Total energy consumption; Total fuel consumption from
stationary and mobile sources; Purchased electricity consumption; Generated
electricity/heat on site (from CHP and photovoltaic; for own use and resale);

Total direct and indirect GHG Emissions; Volume of purchased water; Total water
consumption; Total amount of non-hazardous waste and hazardous waste
produced (excluding Exceptional waste); Material recovery rate

(excluding Exceptional waste);
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= Social indicators: Active workforce by region, division, contract type ; HR structure
by age, gender, part-time proportion ; Employee turnover rate; Women of active
workforce; Women in management positions; Total Number of training Hours;
Total number of persons trained, Total Number of Training Hours related
to Environment, Total Number of Persons trained on Environmental.
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— As part of our environmental performance indicators review, CONCLUSION

we selected a sample of 8 sites? and subsidiaries. Sites Based on our review, nothing has come to our attention that causes
were selected based on their activity, their materiality to us to believe that the reviewed indicators have not been prepared,
the Group and their location. For these sites and units, in all material aspects, in compliance with the Reporting Criteria.

we veri ed the understanding and the implementation

of the Reporting Criteria and, on a test basis, veri ed the Paris-La Défense, April 17 2015

calculations and reconciled data with the supporting

documentation. Cleantech & Sustainability

Our review covered an average of 23% for water indicators, ERNST & YOUNG et Associés

31% for waste indicators, 26% for CO, emissions indicators

and 24% for energy indicators. Eric Duvaud

— As part of our social performance indicators review,
we veri ed the understanding and the application of
the Reporting Criteria, performed a review of the data
consolidation procedures via corporate reporting systems
and veri ed the calculations of the nalindicators. With
regards to the active workforce indicators, we also
performed the detailed tests and reconciled data with the
supporting documentation over the data of employees
based in in Broughton.

— We have also reviewed the presentation of the Indicators in
the 2014 Corporate Responsibility & Sustainability report.

2 Airbus Puerto Real; Stelia Méaulte; Airbus Hambourg limited to energy indicators;
Airbus Broughton; Airbus Helicopter Donauworth; Airbus Defence & Space
Manching; Airbus Defence & Space St Médard; Airbus Toulouse limited
to waste and water indicators.
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CONTACTS

AIRBUS GROUP

Airbus Group would be pleased
to receive your feedback
or comments on this report.

Please contact us at:
CR_Sustainability@airbus.com

Visit our website at:
www.airbus-group.com

ADDRESSES

REGISTERED OFFICE
Airbus Group
Mendelweg 30

2333 CS Leiden

The Netherlands

Tel + 31 71 524 56 00

HEADQUARTERS
Airbus Group

Auriga Building

4, rue du Groupe d'Or
BP 90112 -

31703 Blagnac cedex -
France

Tel +33581 317500
Fax + 33581 3179 00
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AIRBUS

1, rond-point Maurice Bellonte
31707 Blagnac cedex

France

Tel + 3356193 3333

AIRBUS
HELICOPTERS
Aéroport International
Marseille Provence
13725 Marignane cedex
France

Tel + 33 4 42 85 85 85

AIRBUS

DEFENCE AND SPACE
Willy-Messerschmitt-Stale 1.
85521 Ottobrunn

Germany

Tel + 49 89 607 0















