Report on diversity, equality and
Inclusion work in 2024

Reporting in line with the activity and disclosure duties
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SpareBank 1 SR-Bank ASA and SpareBank 1 Sergst-Norge merged on 01.10.2024 and became SpareBank 1 Sgr-Norge ASA. The subsidiaries SpareBank 1 Sar-
Norge ForretningsPartner AS and SpareBank 1 Regnskapshuset Sgrast-Norge AS will merge in 2025, as will EiendomsMegler 1 SR-Eiendom AS and
EiendomsMegler 1 Serast-Norge AS.

In this survey and report, we look at SpareBank 1 S@r-Norge ASA, including the subsidiaries mentioned above and EiendomsMegler 1 Telemark AS. The
report describes the status of equality in the companies, and how each company is working to ensure equal opportunities for all employees.

Everyone with an employment contract in these companies is included in the source data. Contracted temporary workers and consultants are not included
in the source data. According to the requirements for the report, the pay data must include annual salary, bonuses, overtime pay, compensation for
inconvenient working hours and benefits. However, in this year’s report, we have only included annual salaries in the source data and compare pay
between the genders based on job functions, management positions, customer facing positions and corporate staff positions.

Unless otherwise specified, the figures in the report are as at 31.12.2024.
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Part 1: Gender equality status

SIPEIEETLIT SpareB:-:mk 1 SpareBank 1 EiendomsMegler | EiendomsMegle | EiendomsMegler 1

Total employees Ser-Norge Forretnings-
Regnskapshuset 1SR r 1 Southeast Telemark

(parent bank) partner
Total number of employees 1,614 399 81 213 101 32
No. of FTEs 1,600.2 367.7 75 205.8 97.5 315
Percentage of women 52.6% 69.7% 70.4% 53.1% 44.6% 68.8%
Percentage of men 47.4% 30.3% 29.6% 46.9% 55.4% 31.2%

Gender balance in different job functions in group companies

SpareBank 1 Sor- SpareBank 1

s . SpareBank 1 EiendomsMegle | EiendomsMegler | EiendomsMegler
Management positions Norge Forretnings-
Regnskapshuset r1SR 1 Southeast 1 Telemark
(parent bank) partner
Percentage of women in the group 33% N/A N/A N/A N/A N/A
executive management team (level 2)
Percentage of women at management 37% 29% 33% 30% 20% 33%
levels 3-4*
Percentage of women managers, overall* 40.1% 56.9% 68.4% 25% 35.7% 33.3%
. . R SpareB§nk 1 SpareBank 1 EiendomsMegle | EiendomsMegler | EiendomsMegler
Other job functions Norge Forretnings-
Regnskapshuset r1SR 1 Southeast 1 Telemark
(parent bank) partner
Percentage of women in customer facing 53.4% 72.7% 73.7% 46.6% 21.6% 69.6%
positions
Percentage of women in corporate staff 56.7% 58.6% 60.0% 78.6% 82.9% 0%
positions

*General managers and associated management teams in the subsidiaries of the SpareBank 1 S@r-Norge Group are reported in levels 3 and 4 SparEBank o
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Pay by gender and job function**

Because of the merger between the banks and ongoing mergers between the subsidiaries, it has been necessary to establish some delimitations in this
year’s report. conclusions, be able to make comparisons and ensure that the data is as consistent as possible, we have chosen to conduct an overarching
analysis by categorising the data according to three types of job function: management position, customer facing position and corporate staff position,
respectively. Within each of these categories, we have included conclusions, the levels as a single pooled group. This means that we are unable to draw
conclusions, but we can identify general trends.

Prior to the merger in October 2024, the banks performed their own wage analyses, and this work will be harmonised in 2025.

SpareBank 1 . .

Management SpareBank 1 Sgr-Norge e SpareBank 1 . EiendomsMegler 1 EiendomsMegler 1
positions (parent bank) Fo:;:ttr:;?s Regnskapshuset S LA B Southeast Telemark
Average pay women 1,148,655 942,516 839,145 1,177,647 1,359,507 1,205,561
Average pay men 1,310,246 1,139,883 1,073,933 1,634,182 1,813,996 1,308,165
Women’s pay as a 87.7% 82.7% 78.1% 721% 74.9% 92.2%
percentage of men’s
pay
Customer facing SpareBank 1 Sgr-Norge SpareBa.mk L SpareBank 1 . EiendomsMegler 1 EiendomsMegler 1

e Forretnings- EiendomsMegler 1 SR
positions (parent bank) partner Regnskapshuset Southeast Telemark
Average pay women 701,670 648,314 608,423 860,268 876,993 855,644
Average pay men 782,528 691,499 691,499 1,230,257 966,133 1,338,500
Women’s pay as a 89.7% 93.8% 97.3% 69.9% 90.8% 63.9%
percentage of men’s
pay
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SpareBank 1 SpareBank 1

Corborate staff bositions sor-Norge Forretnings- SpareBank 1 EiendomsMegler 1 | EiendomsMegler 1 | EiendomsMegler 1
P P 9 g Regnskapshuset SR Southeast Telemark
(parent bank) partner
Average pay women 795,713 637,018 517,167 634,077 645,268 N/A
Average pay men 876,369 651,438 882,500 792,706 768,277 N/A
Women’s pay as a percentage of men’s 90.8% 97.8% 58.6% 80.0% 84% N/A
pay

**Annual salary is reported as contractual annual salary in a 100% position. The annual salary of employees in a part-time position has been translated to
annual salary for a 100% position.

Parental leave by gender

SpareBank 1S@r- | SpareBank 1

. SpareBank 1 EiendomsMegler 1 | EiendomsMegler 1 | EiendomsMegler 1
Parental leave Norge Forretnings-
Regnskapshuset SR Southeast Telemark
(parent bank) partner
Number of women who took parental 59 21 0 6 0 0
leave
Number of men who took parental leave 42 11 1 5 0 1
Average number of weeks, women 15 17.6 0 10 0 0
Average number of weeks, men 10 9.6 2 19 0 9.7

The companies in the group make sure that employees entitled to parental leave can take it.

Only that part of the parental leave taken in the calendar year 2024 is included in the average parental leave taken in 2024. This means that
the numbers in the table do not directly state the total length of the actual leave taken.

The data for parental leave was weighted such that data from the former SpareBank 1 SR-Bank, SpareBank 1 Forretningspartner and
EiendomsMegler 1 SR applies for the full year 2024 and data from the former SpareBank 1 S@rgst-Norge and associated subsidiaries was

included for the fourth quarter of 2024. SDBTEBank o
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Full-time/part-time by gender

SpareBank 1
Sor-Norge
(parent bank)
Percentage of women part-time 3.3%
employees
Percentage of men part-time 0.7%

employees

SpareBa.mk 1 SpareBank 1 EiendomsMegler | EiendomsMegler 1 EiendomsMegler 1
Forretnings-
Regnskapshuset 1SR Southeast Telemark
partner
16.3% 211% 11.5% 0.0% 5.3%
15.0% 0.0% 2.0% 0.0% 0.0%

We define part-time working as working fewer hours than in a 100% position. In our companies, part-time positions are either temporary ones or are
established to meet the needs and wishes of our employees. The most common reasons for working part-time are a wish to gradually reduce working
hours prior to retirement, partial disability, temporarily reduced working hours in different life phases or as a result of studies. There are no involuntary

part-time employees in the group’s companies.

Temporary employees by gender

SpareBank 1

SpareBank 1
Temporary employees Sgr-Norge
(parent bank)
Percentage of temporary employees, 0.9%
women
Percentage of temporary employees, 0.1%

men

. SpareBank 1 EiendomsMegler 1 | EiendomsMegler 1 EiendomsMegler 1
Forretnings-
Regnskapshuset SR Southeast Telemark
partner
1.4% 0.0% 0.9% 0.0% 0
47 % 0.0% 1.0% 0.0% 0
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Part 2: Our work on diversity, equality and inclusion

Direction and framework

In SpareBank 1 S@r-Norge, we are working to create an inclusive and diverse workplace where everyone has equal
opportunities. We believe that committed and satisfied employees are our most important resource when it comes
to being competitive. Diversity, equality and inclusion are also an element of our corporate social responsibility and
help create value for our customers and local communities.

We have zero tolerance for discrimination and actively work to prevent discrimination on the basis of gender,
pregnancy, birth or adoption leave, caregiving obligations, ethnicity, religion, beliefs, disability, sexual orientation,
gender identity, gender expression or age.

SpareBank 1 S@r-Norge has established a framework for promoting diversity, equality and inclusion and preventing
discrimination. Systematic work on diversity and equality at all levels will improve well-being, increase innovation,
increase profitability and ensure a positive reputation. We have developed a specific standard for diversity,
inclusion and belonging that describes our views and provides direction for our work in this area. This standard is
intended to ensure that employees experience inclusion and belonging, and that we practise good diversity
management.

The standard builds on our corporate strategy, with social sustainability as an element of our focus on sustainability,
in which the sustainability strategy and sustainability policy are key. Other relevant governance documents that
provide a basis for our work include our code of conduct, the standard for human rights and due diligence, the
standard for preventing and managing internal irregularities, the personnel and HSE handbook and whistle-blowing
procedures.

Goals

In November 2024, a workshop was arranged to set the goals for a common strategic direction for the work on
diversity, equality and inclusion after the merger. Participants from People and Integration, Sustainability,
Compliance and Group Services contributed to the workshop. Employee-elected representatives and the
coordination committee will also be involved in the further work. The results pointed to two overarching goals:

«  We will increase diversity maturity within the organisation in order to realise the value of our diversity
«  We will work to ensure equal opportunities and equal pay

Suggested goals will be embedded in, and approved by, the board during the first quarter of 2025. Specific KPIs
were also proposed that support the overall goals. These must be monitored and specific measures must be
established for them. For more details on goals and KPIs, see SpareBank 1 S@r-Norge’s sustainability report.

Baerekraft-
strategi

Standard for mangfold, inkludering og tilherighet

@ke mangfolds-
modenheten i

organisasjonen Like muligheter

forataut og likelgnn

verdien i
mangfoldet vart
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Arbeidsmetodikk

Arlig kartlegging og undersgkelser

Iverksette tiltak

Vurdere resultater

Organisation of the work

Cross party collaboration is an important part of the corporate culture in SpareBank 1 Sgr-Norge and
plays a crucial role in ensuring a good working environment, efficient operations and employee
participation. This collaboration with employee-elected trade union representatives provides
employees with a channel for influence and participation, especially when it comes to issues such as
equal pay, discrimination and diversity.

A special working group for diversity, inclusion and belonging has been established and tasked with
ensuring that the group is an inclusive workplace in which all employees feel safe and a sense of
belonging. The working group will also contribute to SpareBank 1 S@r-Norge increasing its maturity
within diversity, equality, inclusion and belonging. Employee-elected representatives are represented
in the working group. The working group is also responsible for preparing an action plan and reporting
to the coordination committee.

Our approach to identifying discrimination risks and barriers to equality

1. Annual mapping and surveys

We conduct risk assessments with broad involvement of the organisation to identify, analyse and
assess discrimination risks and barriers to diversity, equality and inclusion. We also map discrimination
risks and barriers to equality through our own internal surveys, which address the different bases for
discrimination. SpareBank 1 S@r-Norge’s double materiality assessments provide guidance on which
bases for discrimination we want to focus on in any given period.

2. Take action

Appropriate measures are decided on based on the findings from risk assessments and analyses. The
measures are included in an action plan to ensure implementation and follow-up. The action plan is
embedded in the coordination committee.

3. Evaluate results
The results of the measures are evaluated on an ongoing basis and in the annual risk assessments.
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Integration of the work into day-to-day operations
Much of the work done on diversity, equality and inclusion in SpareBank 1 Sar-Norge has
already been integrated into our day-to-day operations in recent years.

We take a competency-based approach to recruitment in everything from job analyses, to
advertising, testing, structured interviews and selection. By avoiding recruitment based on
gut feeling and chemistry, we reduce the risk of unconscious bias in recruitment processes.
Our public facing language and communication play an important role in attracting diversity,
and adapting word usage, image use and qualification requirements in job adverts has been,
and is, ongoing work. By working closely with our managers, we raise awareness of diversity
and the value that this can add to our teams. For example, the diversity perspective has been
integrated into analyses of what we need. Our goal is to achieve a 50/50 gender balance in
our final list of candidates in recruitment processes, and all of our job adverts include a
diversity statement.

As a topic, diversity management is integrated into all management development
programmes offered by SpareBank 1 S@r-Norge. Promotion and development opportunities
are supported by a target of an approximately 50/50 gender balance in management
development programmes, an emphasis on representative diversity in talent and succession
planning and annual performance and development reviews for employees on leave. These
are important tools for promoting women’s development opportunities, and in the long run,
increasing the number of women in management roles.

Pay and working conditions are safeguarded through benchmarks and analyses in wage
determination and the involvement of employees on leave in assessments and wage
agreements. Other initiatives include a pregnancy policy, Norwegian courses for new
employees with minority backgrounds, as well as opportunities to combine work and family
life through flexible working arrangements and working from home.

SpareBank
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Description of measures taken in 2024 and the way ahead

Measures

Marking of special dates

Winningtemp surveys

Risk assessments

Parental leave survey

Goals and KPIs

10

Description

We have prepared and implemented an annual cycle for marking special dates in
the organisation. The annual cycle will be continued in 2025.

A specific survey was conducted via Winningtemp, our dynamic employee survey
tool. The questions were compiled from the existing questions database. Overall,
the results were positive, but we did not have sufficient data to conduct a
thorough analysis of differences, for example between age groups and genders.
To obtain deeper insights, consideration should be given to using more
specialised tools. This is on the agenda for 2025.

The diversity, inclusion and belonging working group has conducted a risk
assessment of the bases for discrimination and the areas in which discrimination
could occur that, coupled with the Winningtemp survey, indicates that the group
has a low risk of discrimination and few barriers to equality. Risk workshops were
also carried out in the former SpareBank 1 Sgrgst that were broadly composed
with representatives of the employee-elected representatives and different
business areas. Some risks were identified in these, particularly in relation to a lack
of equal pay and employees not having equal opportunities.

There will be a need for somewhat deeper insights in 2025. We will more
thoroughly map the various bases for discrimination that are material for us and
analyse the area of equal pay and equal opportunities.

Employees who have taken parental leave in recent years were sent an internal
survey to explore potential discrimination and barriers to equality. The survey will
be analysed in 2025 and appropriate action taken based on the results.

We have developed overarching goals and specific KPIs in a dedicated working
group as part of the harmonisation work since the merger. Employee-elected
representatives will be involved in the future work, before it is embedded in the
group executive management team and board in the first quarter of 2025.

Purpose

Building a more inclusive workplace culture in
which employees feel valued and accepted
for their differences

Obtaining better insights into how employees
experience diversity, equality and inclusion

Assessing the risk of discrimination and
barriers to equality in the group

Ensuring safe and equal leave and that this
group of employees feels included in the
workplace

Ensuring we work strategically and
purposefully on diversity, equality and
inclusion, with measurable KPIs that we can use
as guides
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