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Status and developments in 2025

This report has been prepared as part of SpareBank 1 S@r-Norge’s (the bank) efforts to comply with its activity and reporting duties under the Equality and
Anti-Discrimination Act. It provides a comprehensive overview of the status and progress in the areas of diversity, equality and inclusion for the 2025
reporting year, and describes how the bank promotes equality and combats discrimination.

The bank has over time taken a structured and targeted approach to addressing identified risk areas, and the measures implemented in recent years have,
on the whole, had the desired impact.

The 2025 pay survey shows a positive development in the gap between women’s and men’s average pay at an overarching level, with the gap narrowing
by 0.6 percentage points compared with 2024. The survey shows that the differences observed can mainly be explained by position level, responsibilities
and role, rather than by gender. This indicates that established principles, processes, and control mechanisms for setting pay are having the desired effect.

Overall, the institute has a good gender balance, with women accounting for 52% of the workforce. The trend in the proportion of women at various
management levels was positive in 2025, and women are well represented in management development programmes and priority development tracks.

Equality efforts encompass both women and men and must take account of the various challenges related to gender, life phase, health and role
expectations in the workplace. Overall, the risk of discriminatory pay gaps and systemic biases in career and development paths is considered low.
However, these areas are closely monitored via annual surveys, risk assessments and targeted measures.

This report provides a fact-based and comprehensive overview of the situation and serves as a basis for further improvement efforts.
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Part 1: 2025 survey — gender and equal pay

Source data and definition of job categories

Everyone with an employment contract with the bank is included in the analysed source data. The following are not included in the analysed source data:
temporary staff and consultants.

In order to assess and identify any risk of pay discrimination, a decision was made, in consultation with employee representatives, to use the roles and job
categories already in use at the bank. In line with legal requirements, these assessments are based on job descriptions and the demands of the work, and
not on individual employees’ performance or seniority.

The bank has three roles: manager (L), customer (K) and staff/support (S). The manager role includes managers with personnel responsibilities. The
customer role includes customer-related positions, including roles with customer responsibilities and tasks related to customer service and customer
follow-up. The staff/support role includes professional positions in staff and support units.

Within each role, positions are divided into job groups, as shown in the table below:

Role |Designation |Job categories |[Examples of positions

Assistant bank manager, bank manager, manager, director, and
executive vice president

Customer adviser, insurance adviser, certified personal financial

K Customers  [5-9 adviser, business adviser, senior certified personal financial adviser
and senior business adviser

Specialist adviser, senior specialist adviser, specialist, senior specialist,
supervisor and senior supervisor

L Chair: 814~

S Staff/support |5-11

This breakdown allows for systematic and comparable analyses of pay disparities between women and men within and between roles and levels, and
provides the basis for the assessments presented in this report.

3* For the manager role, the figures are presented by management level in accordance with the presentation in the sustainability report for 2025. Spa EERBNaOE(IEfE 0



2025 gender equality survey

As at the reporting date of 31 December 2025, the bank had 1,615 employees: 846 women and 769 men. This represents a female proportion of 52.4%, which
is a decrease of 0.2 percentage points from 2024.

The gender balances in the respective roles and job categories are presented in the graphs below.
The graphs for the three roles show that, overall, the organisation has a relatively good gender balance, although there are also systemic differences in

gender distribution according to level, role and job category. The gender balance is generally better at overarching levels, while the proportion of women
decreases in certain senior job categories, primarily in management positions and senior specialist roles (staff/support).

Role gender balance: managers-L

Management level 6 50,0% . 500%
As at 31 December 2025, women accounted for 42.7% of all
Management level 5 5220 - wew managers, compared with 40.1% as at 31 December 2024.
Management level 4 41,9% _ The graph.shows.that, overall, the g.ender.ba.la.mce among
managers is relatively even, albeit with a significantly lower
proportion of women at the highest management levels. At the
Management level 3 57,9% o eaw . .
same time, the proportion of women at level 2 (group
management) and level 3 increased by 1 percentage point in
Management level 2 33,3% S ee7® 2025.
Total 42,7% S 513w The board, including employee representatives, consisted of 10

members: five women and five men.
0,0% 10,0% 20,0% 30,0% 40,0% 50,0% 60,0% 70,0% 80,0% 90,0% 100,0%

Proportion of women M Proportion of men
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Role gender balance: customer-K

Job category 5

Of all employees with a ‘customer — K’ role as at 31
December 2025, 53.4% were women, which is unchanged
from 31 December 2024.

Job category 6
Job category 7

The graph shows that the gender balance for role K is
roughly equal, albeit with clear differences between job
categories and the underrepresentation of women in the
higher categories.

Job category 8

Job category 9
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Role gender balance: staff/support-S

Of all employees in a ‘staff/support — S’ role as at 31
December 2025, 56.0% were women, representing a
decrease of 0.7 percentage points since 31 December 2024.

Job category 5
Job category 6

Job category 7 The graph shows that the gender balance for role S is

roughly equal, albeit with significant variations across job

Job category 8 .
Categorles.

Job category 9
Job category 10

Job category 11
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2025 pay survey

Pay data for the bank, regardless of role and job category, shows that women’s average annual salary as a percentage of men’s average annual salary as at
31 December 2025, was 84.5%, corresponding to a pay gap of 15.5%. As at 31 December 2024, the pay gap stood at 16.1%, representing an improvement of
0.6 percentage points.

The gender pay gap in the financial sector is 16% (Finance Norway, 2024).
To assess whether pay differences can be attributed to gender or structural factors, the pay data was further analysed by role and job category. This
approach provides a more precise basis for assessing equal pay for work of equal value, as well as a basis for assessing targeted measures and their

effects.

The following pages show women’s average annual salary as a percentage of men’s, presented both graphically and in tables. The graph provides an
overview of differences from 100% (equal pay) within each role and job category, and serves as the primary basis for assessing equal pay.

The tables provide a detailed breakdown of pay levels by pay component. Assessments of equal pay must primarily be based on fixed annual salary, with
other pay components providing additional insights. Where comparable data is unavailable, this is indicated as ‘no women in this job category’ or ‘no data’.

Annual salary
» For employees in full-time positions, annual salary is reported as the contractually agreed annual salary as at 31 December 2025
« For employees in part-time positions, the figures were adjusted to reflect a full-time equivalent (FTE)

Bonuses include performance bonuses as well as individual bonuses, and are reported as the actual amounts paid out

Variable supplements are reported as the actual amounts paid out and include expense allowances and cash supplements in the form of mileage
allowances, out-of-pocket expenses, travel expenses, on-call supplements, compensation, hourly wages (for those working additional hours in excess of
their regular pro rata employment and prior to overtime), etc. Does not include annual salary, bonuses and overtime, which are reported separately.

Overtime includes overtime pay and is reported as the actual amounts paid out

Other benefits include benefits that employees receive in a form other than cash, such as a company car, electronic communications (mobile phone),
preferential interest rates on loans, a share savings plan, insurance benefits, etc.
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Women's wages as a percentage of men's — role L
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The analysis shows that women’s average annual salary in management
positions varies across job categories.

The differences between job categories must be viewed in light of the
fact that managerial roles vary significantly in terms of responsibilities,
complexity and organisational scope. The source data for the higher job
categories is limited, and the average figures are affected to a larger
extent by specific roles and individual agreements.

Job category 14 comprises group executives (management level 2),
whose roles range from overseeing smaller staff units to leading large
business divisions. Therefore, the salary levels in this group largely reflect
differences in duties and responsibilities, rather than the job category in
of itself.

Variable

Job category Annual salary | Other benefits Bonus Overtime supplements Total
Job category 8 100,8 % 76,5 % 98,0 % 22,9 % 65,5 % 95,8 %
Job category 9 98,3 % 92,7 % 99,4 % 17,4% 110,3 % 98,5 %
Job category 10 85,1 % 79,7 % 86,6 % No data 147,1% 86,4 %
Job category 11 92,4 % 96,2 % 112,0% 63,5 % 74,1 % 93,1 %
Job category 12 No women in this job category

Job category 14 71,3 % 116,7 % 65,5 % No data | 61,2 % 73,3%
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Women’s wages as a percentage of men’s — role K

99,1%

100,0 %
95,3%

88,8% 90,5 %
The analysis shows that, for role K, women’s average annual salary is
lower than men’s average annual salary in all job categories where
comparable data is available.
The differences vary between job categories and are greatest in the
higher job categories.
No systemic pay gaps based solely on gender have been identified.
Variable
Job category Annual salary | Other benefits Bonus Overtime supplements Total
Job category 5 99,1 % 94,5 % 115,5% 110,0 % 124,0 % 99,9 %
Job category 6 95,3 % 101,4 % 98,3 % 102,4 % 116,7 % 96,1 %
Job category 7 No women in this job category

Job category 8 88,8 % 90,8 % 89,0 % 56,9 % 95,8 % 89,2%
lob category 5 Job category 6 Job category 7 Job category 8 lob category 9 Job category 9 90,5% 78,4% 90,6 % No data 73,7 % 89,6 %
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Women’s wages as a percentage of men’s —role S
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For role S, the analysis shows that women’s average annual pay is
generally slightly lower than men’s across all job categories.

The differences vary between job categories and are smallest in the
lowest and highest job categories, where both genders are
represented. The greatest difference was found in job category 8.

No systemic pay gaps based solely on gender have been identified.

Variable

Job category Annual salary | Other benefits Bonus Overtime supplements Total
Job category 5 97,7 % 82,5% 92,5% 105,6 % 863,8 % 98,3 %
Job category 6 93,2 % 94,4 % 89,9 % 41,7 % 49,4 % 91,2%
Job category 7 95,6 % 0,0 % 0,0 % 68,8 % 0,0 % 95,1 %
Job category 8 88,7 % 90,1 % 88,9 % 68,4 % 54,4 % 87,2%
Job category 9 92,6 % 98,2 % 91,6 % 55,3 % 211,4% 93,8 %
Job category 10 99,3 % 122,7 % 99,6 % 43,2 % 49,6 % 98,9 %
Job category 11 No women in this job category
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Salaries

The analysis of pay components shows that there are significant differences in how fixed and variable pay is affected by individual and structural factors.
It is therefore important to evaluate each component individually.

Annual salary constitutes the fixed and most comparable part of pay, and provides the best basis for assessing equal pay for work of equal value. The
analyses show that differences in annual salary are primarily determined by job level, scope of responsibility and role, and reflect the underlying structure
of the organisation.

Bonus is a variable pay component that is affected by a number of factors, such as unpaid leave or temporary reductions in working hours that result in
reduced working hours and consequently less on which to base bonuses. This affects women’s average bonus levels since women are more likely than
men to take unpaid leave following parental leave and to have temporarily reduced working hours during certain life phases.

Variable supplements include, inter alia, reimbursement of travel and transport expenses, on-call supplements and other compensation related to work
actually performed. These payments are determined not so much by gender as by duties, travel activity and operational needs, and vary significantly
between positions and roles.

Overtime is a variable pay component triggered when work is performed in excess of the agreed working hours. The amount of overtime is affected by
operational factors, staffing levels and the nature of the work, and varies among job categories. Therefore, differences in overtime pay mainly reflect
differences in job content and workload, rather than systemic pay gaps between women and men.

Other benefits include, inter alia, preferential interest rates on loans, a share savings plan, electronic communication and insurance plans. Some of these
benefits, such as preferential interest rates, are directly influenced by individual factors such as the size and structure of the loan, and are not gender-
specific.

Overall, the analyses show that variations in variable pay can largely be explained by individual circumstances, life phase and job content, whereas
assessments of pay equity should primarily be based on comparisons of fixed annual salary for work of equal value.

SpareBank 0

10 SOR-NORGE



Working conditions survey 2025

Temporary employees by gender

As at 31 December 2025, there was only one temporary employee. This amounts to 0.1% of the workforce. This does not include temporary agency
workers or contracted consultants.

Part-time by gender
We define part-time working as working fewer hours than in a 100% position. At the end of 2025, the bank had 5.9% part-time employees, 79 women and

17 men.
» T

In the bank, 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. The bank has no employees who work part-time involuntarily.

Parental leave by gender
The bank ensures that employees entitled to parental leave can take it. 58 women and 43 men returned from parental leave in 2025.

. s
Women took an average of 20 weeks’ parental leave, while men took an average of 15 weeks.
2 s

Only that part of the parental leave taken in the calendar year 2025 is included in the average parental leave taken in 2025. This means that the numbers
in the table do not directly state the total length of the actual leave taken.

SpareBank o
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Part 2: Our work on diversity, equality and inclusion
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Arlig kartlegging og undersagkelser

Arbeidsmetodikk Iverksette tiltak

Vurdere resultater

Results of the work in 2025 and way forward

Organisation of the work

Cross party collaboration is an important part of the corporate culture in SpareBank 1 Sar-Norge and
plays an essential 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 (DIB) 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. At the same time, the working group is tasked with helping strengthen SpareBank 1 Sar-
Norge’s diversity maturity and ensuring that we realise the potential value of our diversity. Employee
representatives are involved in the work via a separate steering committee, which serves as an
advisory body to the working group. The working group is also responsible for preparing an action
plan and reporting to the coordination committee.

Our approach to preventing discrimination and promoting 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.

In 2025, we systematically implemented measures, evaluated their impact and updated our risk assessments. The continuous interplay

between experience, analysis and insights provides a basis for increasingly effective prioritisation and new targeted measures. The

results are presented on the following pages.

SOR-NORGE
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Sick leave

Status and risk assessment

Sick leave statistics for 2025 show that sick leave among women in the group ranges from 6-7%, while sick leave among men ranges from 2-3%. The
risk of gender-related differences in sick leave is considered moderate and is monitored systematically throughout the year.

Measures and established practices

13

Systematic monitoring and reporting of
sick leave in SAMU on a quarterly basis

Training for managers on following up
sick leave and workplace facilitation

Established partnerships with specialists
in menopause, including webinars for
managers and employees

Survey and analysis of sick leave among
younger women

Established practice of contacting the
manager and providing guidance in
cases of continuous sick leave lasting
more than 3 weeks

Preventive mental health initiatives,
including observance of World Mental
Health Day and the ‘Movember’
campaign

Process: Survey - Measures - Evaluation - Updated risk assessment

Impact and assessment

These measures helped improve

management skills, more structured follow-
up of sick leave and a greater awareness of

gender and life-stage perspectives. The
initiative is regarded as having

strengthened preventive efforts, although

sick leave remains a priority risk area that
requires constant attention.

The way forward

Continue and further develop existing
follow-up measures.

Continue to build up expertise in
women’s health and mental health

Strengthen preventive efforts through
early dialogue, facilitation and manager
support

SOR-NORGE
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Work-life balance

Status and risk assessment

The risk of an imbalance between work and leisure time is considered low. At the same time, work-life balance is an important issue in terms of
gender equality and the working environment, particularly in different life phases and when balancing work with caregiving responsibilities. The

area is therefore monitored systematically.

Measures and established practices

A new company agreement has been
signed in collaboration with the trade
unions, with work-life balance identified
as a priority area

«  Established and further developed
flexible arrangements that facilitate a
healthy work-life balance

*  Flexible working hours have been
introduced for most employees

« Introduction of an additional 5 days off
per year, as well as the Wednesday
before Easter, Christmas Eve and New
Year's Eve

«  Enhanced support while children are
infants

«  Ability to take up to 3 days paid leave in
the event of serious iliness or a
personal crisis

Process: Survey - Measures - Evaluation - Updated risk assessment

Impact and assessment

These measures have contributed to
greater flexibility, improved predictability

and increased support in various life phases.

The work is regarded as having improved
employees’ ability to balance their work and
personal lives, thereby making a positive
contribution to gender equality and a
sustainable working environment. At the
same time, it is important to ensure that
these arrangements are actually used in
practice and do not merely exist on paper.

The way forward

Continue and further develop flexible
work arrangements

Monitor the use of and compliance with
established procedures in practice

Ensure there is an ongoing dialogue
between managers and employees
regarding the need for facilitation
during different life phases

SOR-NORGE
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Recruitment

Status and risk assessment

Recruitment is a key tool for ensuring diversity and equal opportunities in the group. The assessment is that there is some risk that the value of
diversity—particularly when it comes to invisible aspects of diversity—is not always fully reflected in recruitment decisions. One of the reasons for
this could be a preference for so-called plug-and-play candidates, where existing expertise is to a large extent replaced with similar profiles,
rather than bringing new perspectives and experience to the team.

Measures and established practices

« Competence-based recruitment
methods are used throughout the
entire process, from job analysis to
selection

«  The diversity perspective is
incorporated into the needs
assessment, where the manager is
required to describe how new
employees contribute to diversity
within the team

« Alljob adverts include a diversity
statement

« The goalis to achieve a 50/50 gender
balance on the final list of candidates

«  The language and communication in job
adverts are designed to attract a wide
range of candidates

« The topic of diversity is integrated into
management programmes

+ Mandatory e-learning courses on
diversity and equal treatment have
been introduced for all new employees

Process: Survey - Measures - Evaluation - Updated risk assessment

Impact and assessment

These established recruitment practices
contribute to more structured and
deliberate recruitment processes and
reduce the risk of unconscious bias. The
measures are expected to enhance
managers’ diversity expertise and
contribute to a better basis for decision-
making in recruitment. At the same time, this
requires constant attention to ensure that
the intended goals are actually achieved in
practice.

The way forward

Continue and further develop
competence-based and diversity-
oriented recruitment practices

Continue to raise awareness and build
up expertise on diversity in recruitment
and the value of diversity in general

Monitor trends in gender balance and
diversity over time to assess the impact
of these practices

SOR-NORGE
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Promotion and career development opportunities

Status and risk assessment

Overall, the opportunities for promotion and career development within the group are considered good. At the same time, risk assessments
indicate that some employees, particularly those on parental leave, may feel they are being overlooked in salary negotiations and career
development opportunities. This can be exacerbated by longer absences, increased caregiving responsibilities and greater physical and digital
distance from managers in a more hybrid working environment, and represents a risk of gender disparities in career and development pathways.

Measures and established practices

«  Established procedures for including
employees on parental leave in
performance and development reviews
before, during or after their leave

«  Prioritising gender balance in
management development
programmes

« Raising awareness among managers to
encourage qualified candidates,
particularly women, to apply for
management positions

Process: Survey - Measures - Evaluation - Updated risk assessment

Impact and assessment

These measures help to raise awareness of
equal opportunities in relation to
professional development and to establish
more robust practices for supporting
employees on leave and during transitional
phases. In 2025, as a result of targeted
efforts to ensure gender balance, 54% of
participants in the management
development programmes were women
and 46% were men. Overall, these measures
are expected to reduce the risk of
unintended disparities in career and
development opportunities.

The way forward

Continue and strengthen systematic
support for employees during key
transitional and life phases

Continue efforts to promote gender
balance and equal opportunities in
management and professional
development

Monitor developments over time to
assess the effectiveness of practices
and adjust measures as needed

SOR-NORGE
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Pay and working conditions

Status and risk assessment

Annual pay surveys provide a solid factual basis for identifying any pay gaps and assessing the need for corrective measures. In recent years, the
surveys have indicated a positive trend, and internal reports provide increasingly better insights into the distribution of pay across genders, job
categories and roles. Based on this year’s analyses and pay survey, the risk of pay disparities without objective grounds is considered low.

Measures and established practices

« Annual salary surveys are systematically
used to identify and monitor trends in
the pay gap between women and men,
with particular attention being paid to
job categories where the analyses
indicate there are differences.

«  When hiring and making changes to
positions, salaries are determined
based on objective criteria such as role,
responsibilities and complexity.

«  The group recruitment committee (KAU)
helps ensure consistent and verifiable
implementation of the compensation
policy.

«  Preparations are underway to include
salary ranges in job adverts in line with
the EU Equal Pay Directive, as a
measure for promoting greater
transparency and equal treatment.

17

Impact and assessment

«  Overall, the assessment is that
established procedures and control
mechanisms contribute to consistent
and verifiable compensation practices
in the bank. Pay surveys, objective
criteria for setting salaries and
systematic monitoring over time
provide a solid foundation for
preventing unjustified pay differences.

« This year's survey indicates that pay
differences can be explained primarily
by job level, responsibilities and
complexity, rather than by gender. The
measures are therefore regarded as
having had the desired effect and
support the assessment that there is a
low risk of unjustified pay differences.

The way forward

Process: Survey - Measures - Evaluation - Updated risk assessment

Continue to conduct annual pay surveys
and systematically monitor pay trends
between women and men

Further develop transparency and
documentation in payroll processes in
accordance with established
procedures and upcoming regulatory
requirements

Implement requirements for salary
ranges in job adverts in accordance
with the EU Equal Pay Directive

Monitor developments over time to
ensure equal treatment and adjust
practices as needed

SOR-NORGE
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Harassment

Status and risk assessment

The risk assessments reveal some uncertainty regarding what constitutes harassment, as well as where, when and how employees can speak up. A
lack of familiarity with definitions and reporting channels can contribute to underreporting, delays in addressing issues and an increased risk of

adverse working conditions.

Measures and established practices

«  The whistleblowing system includes
both internal channels (whistleblowing
team, managers, HR, occupational
health and safety service and employee
representatives) and the option to
report anonymously

« An external reporting channel has been
established to supplement the internal
channels

«  The organisation is regularly informed
about the whistleblowing system and
whistleblowing team to ensure
awareness and accessibility

«  Whistleblowing procedures and
available reporting channels are clearly
described in the group’s code of
conduct, and all employees must
confirm annually that they have read,
understood, and complied with them

Process: Survey - Measures - Evaluation - Updated risk assessment

Impact and assessment

These measures have helped raise
awareness of the conduct expected,
provided a clearer understanding of
whistleblowing channels and lowered the
threshold for speaking up. At the same time,
experience and risk assessments indicate
that some uncertainty regarding the
definitions of harassment may still exist,
particularly with regard to when employees
should address issues informally and when it
is appropriate to file a formal complaint.
This underscores the need for continued
clarification and preventive efforts.

The way forward

Continue to provide systematic
information and training on harassment
and whistleblowing channels

Continue the work of clarifying
definitions and expectations regarding
behaviour

Monitor developments in
whistleblowing cases and risk
assessments over time to adjust
measures as needed

SOR-NORGE
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