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Capgemini has recognized that the principles of Corporate 
Social Responsibility (CSR) & Sustainability must extend beyond 
legal compliance and philanthropy. Hence our focus has been on 
embedding them into our business strategy, our processes and 
our ways of working. They are no longer specialist or peripheral 
activities but rather a real requirement for all organizations. 
These principles, grounded in our shared values, have been 
encapsulated in our Code of Business Ethics and guide our 
relationships with our stakeholders and the communities and 
environment in which we operate. 

Our Ethics & Compliance Program was launched in 2009 by 
the Group Board of Directors. This Program is based and built 
upon the ethical culture that has existed within the Group 
since its creation in 1967. As part of the Program, a Code of 
Business Ethics was launched in 2010 and a network of Ethics 
& Compliance Officers established across the Group.

At the October 2010 Rencontres in Barcelona, Spain, Group CEO 
Paul Hermelin called for the Group as a whole to use its passion 
and spirit as well as its intellectual capability. He referred to 
this as la niaque. This calls for a culture that reflects our values 
and history, respects our people, acknowledges performance, 
and inspires drive and ambition. In 2010, Capgemini launched a 
new brand tagline to reflect this culture: “People matter, results 
count” alongside a new advertising campaign.

Capgemini’s approach to CSR & Sustainability contributes to 
its potential to succeed and achieve this ambition. The Ethics 
& Compliance program contributes to attracting, developing 
and retaining the best people. Both strengthen our reputation, 
helping us to win business and to take our place in the 
“Champions League”.
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Capgemini is committed to responsible and sustainable 
business practices, delivering value to its stakeholders, which 
include customers, shareholders, investors, business partners, 
suppliers, employees, the community, and the environment. In 
2004, the Group joined the UN Global Compact. The member 
companies of this program support and respect ten principles 
in the areas of human rights, the environment, labor rights, 
and anti-corruption. As a basic rule, the Group respects the 
national and local laws and regulations in the countries in which 
it operates while supporting international laws and regulations, 
in particular the International Labor Organization fundamental 
conventions on labor standards. In December 2007, the Group 
signed up to the UN Global Compact “Caring for Climate” 
initiative.

Our CSR & Sustainability priorities are based on six pillars, which 
underpin all aspects of our business. Under each pillar, we have 
identified the key areas that are material to our business, areas 
in which Capgemini has an impact, which are important to our 
stakeholders. We have set objectives for each pillar in order 
to improve our internal reporting processes and monitor our 
performance.

1.  Leadership, Values & Ethics. The way we work and behave. 
We embrace the core Values of Honesty, Boldness, Trust, 
Freedom, Team Spirit/Solidarity, Modesty and Fun. Capgemini 
maintains a strong Code of Business Ethics, which underpins 
all of its business practices. 

2.  Our People. Employees and the workplace: we are committed 
to being a responsible employer whom people choose to 
work for. We strive to ensure that both the physical working 
environment and our business practices are safe and 
allow our people to develop and deliver their best. As a 
people-oriented business, our focus is on the professional 
development and well-being of all our employees. We have 
a culture whereby we respect and value the diversity of our 
people as individuals. We all have a right to be treated and a 
duty to treat others with respect and courtesy. We believe 
that effective communication is a prerequisite for an open 
and inclusive culture.

3.  Clients. Collaborating with our clients. We undertake to 
understand their real business needs and we are dedicated 
to delivering profitable and sustainable growth by working 
together with our clients to deliver value through our expertise 
and behavior. We take customer dialogue and feedback 
very seriously. We also look to embed CSR & Sustainability 
considerations, notably Green IT, into our service offerings. 

 
4.  Communities. Ensuring a positive impact on the communities 

in which we live and operate. As a major global employer, 
we work on the national and international levels with local 
authorities and other organizations on community projects. 
We encourage the active involvement of our employees in 
community development. 

5.  Suppliers & Business Partners. Working closely with 
suppliers and business partners. We work with our suppliers 
and commit to sound and sustainable procurement 
procedures. We expect our suppliers to comply fully with 
the laws in the countries in which they operate. We work with 
business partners to bring added value to our clients, and 
expect our partners to comply fully with the law.

6.  The Environment .  Re cognizing our impact on the 
environment. We strive to reduce any negative environmental 
impact of the Group’s business activities. These include: 
greenhouse gas emissions from energy consumption in 
our offices, data centers and business travel; waste created 
by our operations; and our procurement activities. Long-
term sustainability is the key and we endeavor to reduce our 
negative impact, raise employee awareness and increase our 
positive contribution. 

More information on our six pillars can be found in our CSR & 
Sustainability report: “The Other Face of Capgemini”.

Our approach to the six pillars is to provide global top-down 
leadership and strategic vision, and to ensure we create the right 
environment for our people to be able to apply their creativity, 
experience and expertise individually to developing innovative 
and effective solutions adapted to their areas of work and 
influence.

OUR VALUES

Since the creation of the Group in 1967, our culture and business 
practices have been inspired and guided by our seven core 
Values. These are the guiding principles that we collectively and 
individually stand for and that are at the heart of our approach 
as an ethical and responsible business. 

These Values are not only rules of behavior but also provide 
the basis for our rules of conduct and principles of action. 
They shape our sustainable ethical culture, our “Group DNA,” 
producing a mindset encompassing integrity and ethical 
behavior. 

Our Values are important in respecting, defending and upholding 
the Group as an ethical and responsible business and in 
protecting our reputation.

The f irst Value is Honesty,  denoting integrity, loyalty, 
uprightness, and a complete refusal to use any underhand 
method to help win business or gain any kind of advantage. 
Growth, profit and independence have no real worth unless 
won through complete honesty and probity. Everyone in the 
Group should know that, once proven, any lack of openness 
and integrity in business dealings will be penalized immediately.
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Boldness implies a flair for entrepreneurship, a desire to take 
considered risks and to show commitment (clearly linked to a 
firm determination to uphold one’s commitments). This is the 
very soul of competitiveness – making firm decisions and seeing 
them through to implementation, and being willing to periodically 
challenge one’s direction and the status quo. Boldness needs to 
be combined with a certain level of prudence and a particular 
clear-sightedness, without which a bold manager can become 
reckless.

Trust means the willingness to empower both individuals and 
teams; to make decisions as close as possible to the point where 
they will be put into practice. Trust also means favoring open-
mindedness as well as widespread idea and information sharing.

Freedom indicates independence in thought, judgment and 
deed, entrepreneurial spirit and creativity. It also means 
tolerance, respect for others and for different cultures and 
customs – essential qualities for an international group. 

Solidarity/Team Spirit  designates friendship, loyalty, 
generosity, fairness in sharing the benefits of group work; 
accepting responsibilities; and an instinctive willingness to 
support common efforts when the storm is raging. 

Modesty signifies simplicity, the very opposite of affectation, 
pretension, pomposity, arrogance and boastfulness. Simplicity 
does not imply naivety; it is more about being discreet, showing 
natural modesty and common sense, being attentive to others 
and taking the trouble to be understood by them. It is about 
being frank in work relationships, loosening up, and having a 
sense of humor.

Finally, Fun, means feeling good about being part of the Group 
or of one’s team, being proud of what one does, experiencing a 
sense of accomplishment in the search for better quality and 
greater efficiency, and feeling part of a challenging project.

GROUP FUNDAMENTALS, GUIDELINES 
AND POLICIES – THE BLUE BOOK

In our largely decentralized and entrepreneurial organization, 
it is essential to have a set of common guidelines, procedures 
and policies, which govern our operation. The “Blue Book,” so 
called because it is blue in color, was therefore created in 1989 
as a managers’ rulebook and provides the overarching common 
framework for every employee and every part of the business 
to work effectively.

The Blue Book contains: 
  Group fundamentals  
-  Group mission & expertise, fundamental objectives, values, 

Code of Business Ethics, and guiding behavior 
 Group governance and organization
 Authorization processes

 Sales and delivery rules and guidelines
  Business risk management, pricing, contracting and legal 
requirements

  Finance, mergers, acquisitions, disposals, and insurance rules 
and guidelines

  Human resources policies
  Communications, knowledge management and Group IT
  Procurement policies, including ethical purchasing and 
supplier selection

  Environmental policies

All parts of the business in every country must embed these 
policies, procedures and guidelines, as a minimum, in their 
local policies, procedures and guidelines while at the same 
time adhering to any local legal requirements or specificities. 
Compliance with these guidelines forms a part of our Internal 
Audit Process. The Group Blue Book is reviewed on a regular 
basis and updated to reflect changes and increased focus on 
our CSR & Sustainability. We will also review our Blue Book to 
include the Code of Business Ethics in 2011. The Blue Book is 
accessible online to all Group employees. 

HOW DO WE MEASURE UP?

Analyst measurement of CSR & Sustainability performance is 
taken seriously by Capgemini. We also welcome measurement 
by respected third parties. The Global Analyst Relations Team 
builds relationships with key market analysts and provides them 
with information on Capgemini’s capabilities. In addition, they 
give our people information on the analysts’ opinions of the firm. 
The Group cooperates with several external ratings agencies 
that evaluate the performance of companies in terms of social, 
environmental and corporate responsibility. This gives us a 
clearer vision and evaluation of our achievements, targets and 
priorities in each area.

Analysts

Forrester
Forrester’s report on Sustainability Consulting Services 
evaluated the level of capability providers had for each service 
offering in three different categories: IT energy and resource 
efficiency (Green IT); IT-enabled green business processes 
(IT for Green); and corporate sustainability planning & 
governance (Green Business). Forrester predicts a $9.6 billion 
market in 2015 1 for sustainability consulting services.

The report highlights the importance of sustainability in our 
business: “Sustainability is core to Capgemini’s strategy, 
which is reflected in its organization as an international team 

1  Capitalizing on the Sustainability Consulting Services Opportunity, 
Forrester Research, Inc., October 1, 2010
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with key contact personnel in each respective country”1, “The 
firm’s engagement model is based on a 3-phase approach: 
starting with discussing issues around the client’s footprint 
and developing a business plan scenario; advising the client 
and finding core levers in which to progress; and, finally, 
implementing the proposed solution”2. The closing notes of 
the report offer advice to market leaders: “We recommend 
that vendor strategists and green practice leaders continue to 
broaden their service offerings, helping clients to fit Green IT 
within a broader context of corporate sustainability initiatives”3.

“Capgemini was positioned by Forrester, Inc. as a ‘leader’ for 
Applications Outsourcing EMEA Q4 2010”4 Capgemini has “a 
strong vision for managed outcome relationships and also is 
a leader in developing innovation programs that involve the 
customer directly. Capgemini has also been on the forefront of 
new AO technologies, including cloud computing, by virtue of 
its relationships with Amazon and Google”5. The analyst reports 
Capgemini as “a strong player in testing with a generally mature 
value proposition.”6 The report also notes that our “top three 
applications outsourcing verticals comprise Public Sector, 
Energy and Manufacturing”7.

The results of Forrester’s Green IT survey of enterprises, 
including small and medium-size businesses(SMBs), indicate 
that Green IT adoption remained steady in 2010 and that 
it still forms a vital part of many IT organizations’ strategy. 
Cost continues to be the core underlying motivation behind 
the implementation of Green IT. The report identifies a move 
towards a focus on IT for Green, emphasizing, for example: smart 
grids, unified communications, and supply chain optimization. 
This move presents significant new growth opportunities for 
providers. “Evidence already exists of the increased importance 
of IT for Green: Capgemini, for instance, launched its new global 
service line (GLS) Smart Energy Services, which supports 
the utility service industry”8. Other opportunities for service 
providers identified in the report included eliminating redundant 
applications in data centers, printer consolidation and PC power 
management.

1  Capitalizing on the Sustainability Consulting Services Opportunity, 
Forrester Research, Inc., October 1, 2010

2  Capitalizing on the Sustainability Consulting Services Opportunity, 
Forrester Research, Inc., October 1, 2010 

3  Capitalizing on the Sustainability Consulting Services Opportunity, 
Forrester Research, Inc., October 1, 2010 

4  The Forrester Wave: EMEA Applications Outsourcing Q4 2010, 
Forrester Research, Inc., December 20, 2010 

5  The Forrester Wave: EMEA Applications Outsourcing Q4 2010, 
Forrester Research, Inc., December 20, 2010 

6  The Forrester Wave: EMEA Applications Outsourcing Q4 2010, 
Forrester Research, Inc., December 20, 2010 

7  The Forrester Wave: EMEA Applications Outsourcing Q4 2010, 
Forrester Research, Inc., December 20, 2010 

8  Market Update: The State Of Green IT Adoption Q2 2010, Forrester 
Research, Inc., July 12, 2010 

NelsonHall
NelsonHall recently reported on the opening of Merlin, 
Capgemini’s new green data center in Swindon, UK, commenting 
that “overall, the opening of the Merlin data center puts 
Capgemini in a space where it was not expecting it to be. So 
far, Green IT was a topic reserved for hardware and data center 
equipment manufacturers, not IT service vendors”9. The analyst 
wrote that “Capgemini has taken the approach that the cost of 
operating a green data center should not be more expensive 
than a classic one”10. 
NelsonHall reported on the launch of Capgemini’s new Global 
Service Line (GLS) Smart Energy Services, which marks the last 
of five initiatives in Capgemini’s “Business As Unusual” program: 
“In combining its global resources in Energy & Utilities (E&U) 
under a single organization to create this GLS, Capgemini has 
made a clear statement of the Group’s intention to aggressively 
target these market opportunities”.11 The analyst commented 
that “Capgemini can point to longstanding presence in E&U, 
both for IT services and for BPO, and to having gained early 
experience in large-scale smart meter roll outs in Ontario for 
Hydro One”. 11 “Capgemini is also well positioned for new smart 
grid opportunities in China (where it has a close relationship 
with China Southern Power Grid, India (where it is qualified as 
an IT implementation agency for the R-APDRP program), and 
Australia”. 11 
The report adds “Capgemini estimates that over the next 
10 years it has the opportunity to generate up to !4bn 
(~$5.6bn) revenue from its activities in smart meter projects, 
and potentially at least as much from initiatives around the 
Smart Home and !12bn (~$16.8bn) in revenue from its activities 
supporting smart grid initiatives”. 11

Verdantix
A report by another independent analyst firm identified 
Capgemini as a “Specialist” supplier of sustainable technology 
services. The Green Quadrant Matrix methodology is a 
comparison, which characterizes market alternatives for 
buyers of a product or service. Capgemini was compared 
with 14 other suppliers of sustainable technology services 
using 49 weighted criteria under the categories of capabilities 
and market momentum. Firms in the Specialist quadrant are 
typified by deep capabilities in focused technology areas, broad 
portfolios of emerging sustainable technology services and 
internal sustainability programs under development. Compared 
to the other firms, Capgemini scored “best in class” for data 
center energy efficiency: “through their Merlin data center, 
[they] have developed one of the World’s most sustainable and 
energy efficient data centers”. In terms of communicating its 
offerings to clients, 80% of respondents believed their level of 

9  NelsonHall: Capgemini Opens New Energy-Efficient Datacenter in 
UK, Dominique Raviart, October 11, 2010

10  NelsonHall: Capgemini Opens New Energy-Efficient Datacenter in  
 UK, Dominique Raviart, October 11, 2010
11 NelsonHall:Capgemini Launches ‘Smart Energy’ Global Service 
 Line Rachael Stormonth, March 18, 2010 
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awareness of Capgemini’s sustainable technology services as 
being either “moderate” or “high”. [Verdantix: Green Quadrant 
Sustainable Technology Services, January 2011].

VIGEO
According to the 2010 ratings report, Capgemini‘s cooperation 
level is assessed as responsive with an information rate of 90% 
compared to the industry average of 67%. The Group achieved 
a global score of 56/100, taking 3rd place in the Software and 
IT services sector. In the Environment, Community Involvement 
and Corporate Governance spheres, CSR performance for the 
period is in line with that of its peers in the Software and IT 
Services sector. Capgemini’s performance is above average 
on Human Rights and Business Behavior. Human Resources 
performance has improved since the last ratings report, its 
high rank owing to the strong commitments expressed by 
the Group on the issues currently under review in addition to 
the implementation of appropriate resources for professional 
development. Capgemini’s environmental training, management 
commitment and monitoring of indicators contributed to a 
strong score in environmental strategy and drivers for eco-
design. Our overall performance has improved since 2009.

Capgemini is included in the ASPI Eurozone Index and Ethibel 
Excellence Index Europe. The companies listed in these indices 
are those that perform best on social, environmental and ethical 
criteria (Vigeo Ratings Report, 2010).

Financial indexes

In 2010, Capgemini was included in the ECPI Ethical Index 
Economic and Monetary Union (EMU). This index was designed to 
select the top 150 capitalized companies in the EMU market that 
are eligible investments according to ECPI screening methodology. 
ECPI is a research agency dedicated to Environmental, Social and 
Governance (ESG) research and index development, calculation 
and publication. ECPI monitors more than 4,000 issuers (including 
companies, hedge fund managers, governments, agencies and 
supranationals) from an environmental risk, social impact, and 
corporate governance perspective. 
Capgemini has been selected for inclusion in the Ethibel 
PIONEER and Ethibel EXCELLENCE Investment Registers since 
2007. It was reconfirmed for inclusion in 2010 and its CSR 
profile has been monitored since. Forum ETHIBEL’s mission 
is both to develop Socially Responsible Investing (SRI) and to 
increase awareness of sustainable development by creating high 
quality, visible SRI products in the market. These Investment 
Registers form the basis of the Collective European Quality 
labels “ETHIBEL PIONEER” and “ETHIBEL EXCELLENCE”, which 
are granted to investment funds and financial products only.
Capgemini was rated by OEKOM, a leading rating agency using 
a comprehensive criteria base for the evaluation of companies 
from an ethical perspective, and Ethifinance, an independent 
agency specializing in CSR evaluation.

Capgemini UK has also been awarded Gold status in the annual 
Business in the Community (BitC) Corporate Responsibility 
Index for the last two years. BitC, the leading voluntary 
corporate responsibility benchmark in the UK, measures the 
way sustainability has been integrated across our business and 
our degree of positive impact. BitC uses the index to drive best 
sustainability practices across the UK business for year-on-year 
improvement. 

Carbon disclosure project
Capgemini took part in the Carbon Disclosure Project (CDP) once 
again in 2010, providing information on its Carbon Footprint. This 
included a greenhouse gas emissions inventory for our offices, 
data centers, travel and hotel usage in addition to climate change 
management strategy statements. 
Capgemini features in the first quartile of companies that 
participated in the 2009 Carbon Disclosure Project (CDP), with 
an overall score of 68 out of 100 (against an average of 39). Our 
response was analyzed and benchmarked against 709 other major 
international companies who responded to the CDP request for 
this information in 2009. According to the breakdown, we secured 
high scores in all segments, including Reporting Capabilities, 
Strategic Awareness, and Carbon Reduction Ambition. We scored 
a perfect 100 out of 100 on Implementation Practice. 

Highlights from our 2010 awards include

  Group CEO Paul Hermelin was rated number two in a list of 
CAC 40 CEOs, judged on the positive tone of press coverage 
in 60 countries. Press-watcher LexisNexis compiled the list, 
using “semantic intelligence” software, which can detect 
whether the tone of a newspaper article is negative, neutral, 
or positive. French monthly business journal L’Expansion, 
partner of the study, put our good reputation down to the 
column inches generated by acquisitions in 2010, raising the 
Group’s profile.
  Technology Services (TS) Council leader Henk Broeders 
was appointed Knight of the Order of Orange-Nassau, by 
Queen Beatrix of the Netherlands. He was also named ICT 
(Information and Communication Technologies) Personality 
of the Year 2010 during the annual National ICT Gala in the 
country, a prestigious event organized by ICT-Office, the Dutch 
IT Trade Association.
  Global Applications Outsourcing Director Mark Skilton was 
elected in December 2010 to co-chair The Open Group’s Cloud 
Computing Work Group with Boeing, succeeding IBM. Ten 
global and regional companies participate in Cloud, although 
the group has a wider membership of some 300 enterprises. 
This is a key step forward in placing Capgemini at the heart 
of cloud computing thought leadership in a major industry 
standards body.
  Sogeti Sweden CTO Per Björkegren won the coveted IT 
Consultant of the Year title at the Swedish IT Business Awards. 
The jury recognized Peter’s contributions to the IT sector in 
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Sweden and referred to him as “an outstanding example, for 
others in the business to look up to”. This is the second time 
Sogeti has received the award.
  Capgemini Norway’s CEO Ola Furu was named IT–Leader of the 
Year at the Norwegian Computer Society annual Rosingprisen 
awards, otherwise known as the “IT industry’s Oscars” for 
Norway. The Norwegian Computer Society is the largest 
special interest society for Information Technology in Norway.
  The Microsoft Most Valuable Professional (MVP) awards 
recognize the distinct achievements of those contributing 
innovative solutions to products or technologies in the 
Microsoft world. Capgemini UK’s SharePoint Assurance and 
Strategy expert, John Timney, won the MVP award for the 
twelfth time for his community contribution, which includes 
regular conference or user-group speaking engagements 
and strong ongoing activity in the community forums at 
Technet. In India, Sankool Shah was awarded the MVP for 
Client Application Development.
  Tony Madrigale from Capgemini Nor th America was 
recognized as one of Consulting Magazine’s Top 25 Consultants 
2010. Madrigale was elected by Consulting Magazine as one 
of the most dynamic and influential leaders in the consulting 
industry in its annual listing. He was recognized in the High 
Tech category for the publication’s annual celebration of the 
most prominent consultants.
  Capgemini was awarded the SAS Partner of the Year at the SAS 
UK awards ceremony. The Partner of the Year award is given 
to the SAS partner who made the greatest contribution to SAS 
business in 2009. Matt Howell, who received the award for 
his role as Executive Sponsor of the relationship with SAS UK, 
stated: “We have seen real growth in our business with SAS in 
2009. What’s more, they are focused, willing to invest where 
they see potential, and above all a pleasure to work with.”
  Capgemini UK received two awards at the annual SAP UK 
Partner of the Year Awards in May 2010. The first was Partner 
of the Year – Most Strategic Win for joint work on Centrica, 
SAP’s largest software opportunity in 2009. The second 
was Partner of the Year – Business Intelligence for driving 
Business Object and BI software revenues in 2009 with SAP 
at Kingfisher and Centrica.
  Capgemini featured among the top companies in the 2010 
All-Europe Executive Team rankings published by the 
Institutional Investor (II) magazine. Analysts ranked Capgemini 
an impressive sixth for Most Honored Companies alongside 
companies from a range of industries. CFO Nicolas Dufourcq 
topped the list as the Best CFO in the Technology/Software 
category. We also ranked top for Best Investor Relations 
Individual and Best Investor Relations Company. 
  Capgemini Netherlands won an MT100 award in November 
2010. The yearly Management Team 100: Beste Adviesbureaus 
measures flexibility, time planning, budget management and 
knowledge. Capgemini was winner in the ICT category.
  Capgemini University won the Golden Learning award from 
Chief Learning Officer, a magazine and network of publications. 
The University beat a host of rivals for the award, given for 
tying organizations’ business themes to learning opportunities 

while enhancing and increasing local and virtual training for 
employees. Steven Smith, Vice President and Director of 
Capgemini University collected the award at the Chief Learning 
Officer symposium in California: “the University has always 
created close connections with the needs of the business and 
its people.”
  Capgemini UK received top prize in 2010 for Public Sector 
IT projects in the UK, and was announced overall winner of 
the Government Computing Awards 2010 for its Online Free 
School Meals project – an effort to simplify applications 
for free school meals. Capgemini collaborated with the 
Department for Education on this project, which saved the 
client an estimated £7.8 million (!9.1 million) within the first 
seven months and is an excellent example of our full suite of 
Application Lifecycle Services (ALS).
  Outsourcing UK’s Human Resources team made its mark at 
the 2010 Personnel Today Awards, designed to showcase 
best practices and recognize industry leaders. Outsourcing 
Services (OS) UK was shortlisted in the Employee Engagement 
category for its efforts to engage its people over the course of 
the past year, and took the runner-up prize.
  In October 2010, Capgemini UK’s payroll team won the IPP 
7th Annual Payroll and Pension Excellence award as Payroll 
Team of the Year. Capgemini was a finalist in the HR Excellence 
Awards for Most Effective Benefits Strategy and runner up in 
the Outsourcing HR team of the Year award.
  Capgemini China was selected, from over 200 nominations 
worldwide, for the Dynamic Enterprise Award by telecoms 
company Alcatel-Lucent. The award seeks to recognize 
enterprises that have successfully implemented Dynamic 
Enterprise and will help to further develop Capgemini’s 
relationship with the company. 
  Sogeti Netherlands was elected Best Employer by Incompany 
(a quarterly business magazine) for the second year in a row, 
and Best Employer in the IT Sector. The award was based on 
in-depth research by Blauw Research, an independent leading 
research company in the Netherlands.

  Capgemini India received the Organizational Development & 
Leadership award, sponsored by Hindustan Times Media, from 
the World HRD Congress. The award principally recognizes HR 
champions and paradigm pioneers who have set standards in 
excellence, organizations that believe in future development, 
mentoring and nurturing talent. Capgemini India was joint 
winner of the Learning and Talent Initiative Excellence award 
sponsored by Star News.
  Capgemini Poland received the Malopolska Business Award 
at the 20th Economic Forum in Krynica, Poland, a prestigious 
meeting of business leaders from Poland and other countries. 
The Marshal of Ma"opolska Voivodeship presented it to Marek 
Grodziñski, Director BPO Poland Center, and Member of the 
Capgemini Poland Management Board. The purpose of this 
prize is to promote entrepreneurship and contributions to 
the local economy. Krakow, home to our Business Process 
Outsourcing (BPO) and Information Technology Outsourcing 
(ITO) centers, is located in the Malopolska region. 
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OUR CODE OF BUSINESS ETHICS

Grounded in our shared values and ethics, principles of CSR 
& Sustainability guide all our relationships with stakeholders, 
and the communities and environment in which we operate. 
Amongst our six pillars, the Leadership, Values and Ethics pillar 
ranks first.
The Capgemini Group has forged its reputation in the market 
through longstanding values and principles, which have been 
continually applied. Today this reputation is a genuine asset, 
essential to our profitability and growth. 

To protect this reputation and, to strengthen our competitive 
advantage in doing so, the Group launched an Ethics & 
Compliance Program and built a network of Ethics & Compliance 
Officers across the Group. 

OBJECTIVES OF THE ETHICS & 
COMPLIANCE PROGRAM 

The objectives of the program are to: 
  Develop a sustainable ethical culture, which reinforces 
integrity and leads to ethical behavior;
  Strengthen knowledge and awareness of international 
regulations and national laws and internal policies applicable 
in the Group’s companies; and
  Implement initiatives strengthening prevention and aiming 
at avoiding misconduct and breach in the field of ethics and 
compliance. 

ETHICS & COMPLIANCE 
ORGANIZATION AND NETWORK

The Strategic Business Unit/Business Unit (SBU/BU) managers 
are accountable in their respective Unit(s) for ethics, and 
compliance with the applicable laws and regulations and internal 
procedures. They are also accountable for achieving the Ethics 
& Compliance program.

The Chief Ethics & Compliance Officer (CECO) is responsible 
for the Ethics & Compliance program for the entire Group. The 
Ethics & Compliance program and its achievements are reviewed 
annually by the Group Ethics and Governance Committee of the 
Board of Directors.

General Counsels have also been appointed as Ethics & 
Compliance Officers (CG ECO). They are responsible for the 
Ethics & Compliance program within the geography under their 
responsibility, and liaise with the CECO. 

ETHICS & COMPLIANCE PROGRAM IN 
2010

Creation of the Code of Business Ethics

Since the creation of Capgemini in 1967, the Group has always 
been a “values-based” organization, and its culture and business 
practices are inspired and guided by seven core Values. 

These are the fundamental principles that we collectively and 
individually stand for, which are at the heart of our approach 
as an ethical and responsible business. These Values are not 
only rules of behavior; they also provide the basis for our rules 
of conduct and principles of action. They shape our sustainable 
ethical culture, our “Group DNA,” producing a mindset 
encompassing integrity and ethical behavior.

Our Values are important in respecting, defending and upholding 
the Group as an ethical and responsible business, and in 
protecting our reputation. They are an ongoing commitment 
to maintain and promote business integrity and trust wherever 
we operate.

Encapsulating our DNA, the Code of Business Ethics is now 
finalized and available in 13 languages. It received the collective 
and individual support of the members of the Board, the Group 
Executive Committee and the Group VP community.

Capgemini expects all Group employees to adhere to the core 
seven Values and to the principles expressed in its Code of 
Business Ethics encompassing:

  To respect any international, national and local laws and 
regulations applicable;
  To apply any health and safety rules and contribute to a safe 
and inclusive work environment;
  As a basic rule, to act responsibly in the market place by 
complying with any competition laws and regulations and anti-
corruption rules applicable, by avoiding conflicts of interests 
and insider trading, and by providing accurate and correct 
business and financial information;
  To build honest and clear relationships with clients, alliance or 
other business partners, and suppliers;
  To maintain the security and integrity of the assets of the 
Group and of any third parties we work with;
  To support the communities and respect the environment in 
which we operate; and
  To refuse the use of forced labor and child labor. 
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Distribution of the Code of Business 
Ethics

A hard copy of the Code of Business Ethics in English was sent, 
together with a letter of acknowledgement from the CEO, to all 
vice-presidents (VPs) (approximately 1,200 people at the time 
of publication) for signature. 

In June, more than 50 Business Unit managers began to circulate 
the Code of Business Ethics to their employees, in electronic 
format. Managers sent a personal email in their own language 
to all their employees, asking them to download the Code of 
Business Ethics from the intranet site where it is available in 13 
languages. Each employee was also able to freely acknowledge 
his/her approval of the Code of Business Ethics electronically. 
An E-Learning module is available in four different languages 
for all employees. The aim of this decentralized process is 
to encourage support for and appropriation of the Code of 
Business Ethics by employees and management.

At the end of the year, more than 35,000 employees had already 
voluntarily downloaded the Code of Business Ethics, 19,000 had 
shown their agreement by signing, and 23,000 had followed the 
E-Learning module. Managers in certain countries requested 
individual paper acknowledgement of the Code of Business 
Ethics. 

Group policies on competition law and the 
prevention of corruption

Two specific Group policies concerning competition law and the 
prevention of corruption are in the process of being drawn up. 
Each one will be supported with an E-Learning module. This work 
is undertaken in collaboration with the Group Legal Department. 
The aim is to distribute the two policies in 2011.

Raising Concern Procedure 

The Raising Concern Procedure (RCP) is a procedure enabling 
employees to obtain advice and guidance on ethics and 
compliance issues and behavior. The Code of Business Ethics 
specifies that anyone faced with a question or issue involving 
ethics or compliance has to discuss this first with his/her local 
management team.

In a few specific cases (competition law, suspicion of corruption, 
etc.), or if the issue is not resolved by the management, or if 
the employee is not comfortable discussing the matter with 
the management team or if other procedures for dealing with 
individual grievances and complaints are not applicable, the 
employee may use the RCP and seek advice and guidance 
from the local General Counsel – Ethics & Compliance Officer 
(GC-ECO) and/or directly from the Chief Ethics & Compliance 
Officer. The RCP is currently being developed on a case-by-case 

basis in the countries where the Group operates in accordance 
with the applicable legislation. 

For 2011, the objectives of the Ethics & Compliance program 
will remain unchanged. Several actions will be undertaken to 
continue developing a sustainable ethical culture leading to 
ethical behavior, generating stronger awareness of the laws and 
regulations, to implement initiatives to strengthen prevention, 
and to avoid misconduct in the field of ethics and compliance. 
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HUMAN RESOURCES PRIORITIES 

Our Group Human Resources (HR) priorities focus principally 
on the following areas :

Career Development:
-  Leveraging the wide range of learning opportunities available 

that link to our competency models;
-  Managing our talent while taking care of career aspirations;
-  Offering the right professional challenges and development 

opportunities;
-  Managing our pyramids to reflect the new industrialized 

business models; 
- Favoring resource optimization at local and global levels.
 Leadership Talent Pool:
 Focusing on talent pool and succession management;
-  Increasing our Executive Development offering and fostering 

leadership development at all levels of the organization;
-  Increasing mobility within the leadership pool.
 Group University
-  Delivering regional programs (the Group University is 

established on three continents with Les Fontaines, in 
France, and facilities in Hyderabad, India, and Chicago, North 
America);

-  Continuing our efforts to provide virtual training programs 
and e-learning modules;

-  Developing new training programs that are permanently 
adapted to new and evolving technologies, competencies and 
the offshore delivery model.

 Recruitment in line with market trends.
 Diversity:
-  Managing gender diversity in the recruitment and promotion 

process;
- Continuing our efforts to support people with disabilities.
 CSR & Sustainability.
 HR Service Delivery
-  Developing Employee Self-Service (ESS) to support increased 

mobility and virtual working; accelerating HR BPO, leveraging 
shared services to deliver high-touch HR services to our 
people;

-  Improving mobility policies, training and services with a strong 
focus on employee travel safety.

STRONG HEADCOUNT GROWTH, 
BOTH ORGANIC AND EXTERNAL 

The development of the Group workforce over the last ten 
years is a reflection of the economic cycles that have affected 
the Consulting and Technology sectors. The strong organic 
growth of the late 1990s coupled with the takeover of Ernst & 
Young Consulting in 2000 meant that Group headcount more 
than doubled in five years. Moreover, this period was marked 
by sustained demand for Consulting and Technology services 
due to the oncoming Y2K, the introduction of the euro and 
development of the Internet.

During the three years following 2000, under the twofold effect 
of: i) general economic deterioration due to the emergence of 
major international crises, culminating in the 9/11 attacks and 
the war against Iraq, and ii) the bursting of the Internet bubble, 
investment slowdown in the information technology sector led 
to the downsizing of our workforce.

2004 was marked by a return to growth, mainly as a result of staff 
transfers (over 5,300 people were transferred upon signature 
of two large outsourcing contracts, notably the Aspire contract 
in the United Kingdom). 2005 was a year of consolidation, with 
renewed large-scale recruitment. Then 2006, with its buoyant 
market, featured an upturn in employment with double-digit 
growth in recruitment again. The upsurge quickened in 2007, 
boosted both by the Kanbay acquisition and by sustained 
organic growth, particularly in our offshore centers (India, 
Poland). 

2008 continued on a positive trend with workforce growth of 
close to 10% as a result of the acquisition of BAS B.V. in the 
Netherlands and organic headcount growth of more than 6% 
entirely in the offshore markets (India, Poland, Latin America, 
China and Morocco). The economic crisis that broke out in 
2008 led to a slowdown in recruitment at the end of that year, 
continuing through a large part of 2009, when the overall 
workforce declined by 1.2% despite recruitment picking up at 
year-end.

The upswing in recruitment recorded for 2009 gained speed 
in 2010. This factor, combined with the Group’s progressive 
acquisition policy, caused a sharp rise in net headcount (18,200). 
For the very first time, Capgemini broke through the 100,000 
employees mark in September 2010, forming a milestone in 
Group history. The 100,000 mark was soon left well behind, 
notably with the integration of CPM Braxis in Brazil on October 1, 
2010. With the inclusion of this acquisition, the Group posted 
record-breaking end-of-year headcount: 108,698, an increase 
of 20% compared to 2009. Although headcount growth was 
largely generated by the BRIC nations, our traditional onshore 
countries also grew during 2010.



CAPGEMINI REFERENCE DOCUMENT 2010

43

3. CORPORATE SOCIAL RESPONSIBILITY  & SUSTAINABILITY

3

Year Average headcount End-of-year headcount

 Numbers Evolution Numbers Evolution

2000 50,249 28.2% 59,549 50.3%
2001 59,906 19.2% 57,760 - 3.0%
2002 54,882 - 8.4% 52,683 - 8.8%
2003 49,805 - 9.3%  55,576*  5.5%
2004 57,387 15.2% 59,324  6.7%
2005 59,734  4.1% 61,036  2.9%
2006 64,013 7.2% 67,889 11.2%
2007 79,213  23.7% 83,508 23.0%
2008 86,495  9.2% 91,621 9.7%
2009 90,237 4.3% 90,516 -1.2%
2 010 97,571 8.1% 108,698 20. 1%

*48,304 excluding the Transiciel contribution, incorporated only on December 31.

The acquisitions of Kanbay, BAS B.V. and CPM Braxis in recent 
years, strong organic growth notably in Asia and Latin America, 
and the economic crisis that affected continental Europe and 

the USA in particular, continued to appreciably modify the 
geographical distribution of Group personnel. This development 
is summarized in the table below:

 December 31, 2008 December 31, 2009 December 31, 2010

 Numbers % Numbers % Numbers %

North America 8,379  9.2% 7,950 8.8% 8,667 8.0%
United Kingdom & Ireland 7,985 8.7% 7,844 8.7% 8,515 7.8%
Nordic Countries 4,049  4.4% 3,68 1 4.1% 4,012 3.7%
Benelux 12,291 13.4% 11,16 3 12.3% 10,782 9.9%
Germany and Central Europe 7,534 8.2% 7,724 8.5% 7,929 7.3%
France and Morocco 21,392 23.4% 20,032 22.1% 20,277 18.7%
Southern Europe and Latin America 7,913  8.6% 8,1 1 4 9.0% 14,853 13.7%
Asia-Pacific 22,078 24.1% 24,008 26.5% 33,664 31.0%

TOTAL 91,621 100% 90,516 100% 108,698 100%

The calculation of numbers of employees in any one country excludes offshore staff carrying out operations destined for that country. 

The above development reflects: 
  The ongoing adaptation of delivery capabilities to our 
Rightshore® model, combining local resources (in the client’s 
area) with those situated in specialized production centers, 
the balance depending on the technology or the offering 
concerned. As a result, the Asia-Pacific workforce (especially 
India) increased considerably, now accounting for well over 30% 
of Group people (compared with 12.1% in 2006 and less than 
5% in 2004). The workforce has also grown in Central Europe 
(mainly due to BPO development in Poland).
India developed particularly strongly in the last six years, 
during which its headcount rose from just under 2,000 in 2004 
to more than 30,850 in 2010. Likewise, Poland, with some 500 
people in 2004, had broken through the 3,500 mark by the 
end of 2010. 
Lastly, the Group has grown in Latin America (Argentina, Chile, 
Brazil and Guatemala) since 2007. With the buyout of CPM 
Braxis in 4Q 2010, the region had 8,500 employees at end 
2010, including 6,800 in Brazil.

  The principal areas to sustain a fall in headcount for 2010 were 
the Netherlands, Spain and, to a lesser extent, Central Europe. 
The United Kingdom’s workforce declined in 2008 (mainly 
due to the reduced scope of the Aspire contract, although 
the contract term was extended in compensation), stabilized 
in 2009, and then started to grow again in 2010 despite the 
impacts of the economic crisis.
  France grew its headcount during 2010 although its share of 
the total workforce shrank due to the sharp rise in numbers in 
the BRIC countries.
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Against a still uncertain economic backdrop for 2010, the Group 
hired more than 30,000 people, which is an all-time Group record.

Hires Acquisitions
transfers

2001 12,626 1,508
2002 3,801 2,035
2003 4,724 8,032
2004 9,285 5,363
2005 14,453 712
2006 18,592 1,495
2007 24,814 7,569
2008 22,526 3,358
2009 13,072 543
2010 30,139 7,579

AVERAGE 15,403 3,819

Not all  countries and regions were similarly af fected. 
Recruitment gained speed in the second and third quarters, 
the offshore countries contributing to the recruitment dynamics. 
Once again, India left its mark with more than one recruit out 
of two for 2010, and organic growth in numbers of 8,600. 
While diversification of offshore recruitment caused the Polish 
workforce to swell considerably in 2008, it was Latin America 
which recorded the highest percentage of recruitments. China 
also recorded a sharp upswing for the financial year.

The economic upturn generated a 16.3% increase in turnover 
(percentage of voluntary departures) compared with 2009. 
That year, as an offshoot of the economic crisis, attrition hit 
an all-time low of 10.4, considerably below the record-breaking 
19.7% recorded in 2007.

Attrition

2001 16.2%
2002 11.1%
2003 10.2%
2004 14.1%
2005 15.4%
2006 16.6%
2007 19.7%
2008 17.2%
2009 10.4%
2010 16.3%

Employee turnover increased sharply compared with 2009 
(approximating 2008 levels), with 16,200 leavers. Such fluctuations 
are a standard occurrence in the Consulting and Technology 
businesses, and match the availability of jobs, depending on 
the market context. These statistics are carefully monitored to 
ensure that attrition remains in line with industry norms and that 
appropriate response initiatives are developed to suit the needs of 
each business line and geographical area. 
After a record low for the first half-year of 2009, attrition in India 
rose at year-end, culminating at 14% for the full year. This trend 
continued through the first half-year of 2010 – and for the first few 
months, in particular – with attrition standing at 23.7% for the full 
year, reflecting the buoyancy of the Indian IT labor market. 

The resource utilization rate measures the share of working 
hours (excluding legal holidays or leave) worked by productive 
salaried personnel and directly allocated to billable services. 
This increased in comparison to 2009 for all three businesses: 
Consulting, Technology and Local Professional Services, the highest 
increase being achieved by Local Professional Services. Moreover, 
Technology Services recorded a completely stable utilization rate 
for the full year. 

Quarterly utilization rates

2009 2010

Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4

Consulting Services 63 67 66 69 71 70 67 66
Technology Services 76 78 80 81 79 79 79 79
Local Professional Services 80 81 81 81 81 83 83 83

Note: utilization rates are not monitored for Outsourcing 
Services, for which the indicator does not relevantly reflect 
performance evolution.

Since 2003, the Group has measured and monitored the 
changes in indicators designed to fine-tune the demographics 
of its workforce structure. These indicators include average 
seniority, average age and gender breakdown. An in-house 
tool has been developed to obtain a coherent view (specifying 
the population covered) of the Capgemini population and its 
changes on a monthly basis.
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BREAKDOWN OF WORKFORCE BY LENGTH OF 
SERVICE: 2008–2010 CHANGES
The coverage interval for the data below is 97.7% of year-end 
headcount (including CPM Braxis data). Changes for average 
length of service reflect the Group recruitment policy over the 
last few years. The increase in percentage of employees with 
less than one year’s service is clearly due to the high levels of 
recruitment in 2010 compared with the lower rate in 2009. 
Likewise, the change in the percentage of people with one 
to two years’ service in the Group is due to the slowdown in 
recruitment recorded for 2009. Conversely, 2006 to 2008 were 
years of significant recruitment, the previous record broken in 
2007, leading to a continued rise in the proportion of people 
with service ranging from three to four years. However, 2002 
and 2003 were years of selective recruitment (gradually taking 
off again from 2004), which explain the fall in percentage of 
employees with five to ten years’ service. Lastly, the percentage 
of employees with more than ten years’ service fell automatically 
in 2010 due to heavy recruitment throughout the year. 
It should be noted that it is the date of recruitment by 
the acquired company, and not the date of integration into 
Capgemini, which is taken into consideration for the purpose of 
calculating length of service.

Average length of service in the Group is 4.9 years. This varies 
according to the geographical area, ranging from just over 
2.1 years for India to more than 8 years in Benelux.
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BREAKDOWN OF WORKFORCE BY AGE: 2008–2010 
CHANGES
The coverage interval for the data below is 97.4% of year-end 
headcount (including CPM Braxis data). 
Overall the average age of employees dropped slightly in 2010, 
standing at 35.1 compared with 35.3 for 2009. This reduction is 
essentially due to the strong rise in recruitment, notably in India 
where the average age is 5.7 years lower than the average age 
for the Group as a whole. Likewise, the average age in China and 
Central Europe is 5 years lower, and for Latin America 3 years 
lower than the Group average. 
Some 58.8% of the personnel are under 35, up by more than 
one percentage point compared with the prior year and at its 
highest since 2003. This progression is entirely due to a rise in 
under 25-year-olds. The share of employees in the 35 to 44 age 
group fell by more than one point, and dropped in the over 45 
group, albeit to a lesser extent, by only 0.2 points. Conversely, 
the over 55s increased by 0.2 points, reflecting the increasing 
full retirement age prevalent in Western Europe as a result of the 
pension issues affecting western Europe, in particular. 
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BREAKDOWN OF WORKFORCE BY GENDER: 
2008–2010 CHANGES
The coverage interval for the data below is 96.4% of year-end 
headcount (including CPM Braxis data). 
The percentage of women in the Capgemini workforce continued 
to rise in many countries in 2010. Much of this improvement is 
due to the strong growth of BPO in recent years which tends 
to attract female employees despite growth in countries 
(India, in particular, where the male/female ratio is 77/23) and 
businesses (Outsourcing, excluding BPO) with a lower incidence 
of women. The countries with strong BPO development, and 
therefore a high proportion of women joining the Group include 
Poland, China, Brazil (excluding CPM), Romania and Chile 
where the percentage of women in the workforce exceeds 
50%. Conversely, the countries with the lowest percentage of 
women include India, Benelux, Argentina, the Czech Republic 
and Switzerland where the percentage is less than 24%. Lastly, 
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an average 43.6% is recorded for the 18 countries where the 
percentage of women is higher or equal to 29%. 
The overall gender breakdown is a reflection of the information 
technology sector as whole which tends to attract engineering 
graduates who are predominantly male. The exception is 
Consulting, a more diversified market, with a better-balanced 
63/37 ratio, thus improving slightly.
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FUNDAMENTAL PRINCIPLES OF 
HUMAN RESOURCE MANAGEMENT

Personalized career management 

The competency model
Employees’ professional development is supported by a 
Global Competency Model (GCM), which forms the basis for 
performance appraisals and personal career advancement. 
Rooted in shared values, the GCM is tailored to take into account 
the specific needs of each of the Group’s businesses, increasing 
understanding of the competencies of employees across the 
business through a common framework. 
Each Competency Model is based on several competency 
dimensions that define what is expected from an employee (Core 
Skills, Delivery, People Development, Business Development 
and Thought Leadership). The values Trust, Honesty, Freedom, 
Modesty, Boldness, Team Spirit and Fun permeate and influence 
all aspects of competency and contribute to a unique people 
culture within the Group.
Each Competency Model embeds its role-based competencies 
and corresponding Global Core Curriculum (GCC). The aim is to 
provide each employee with the right training module enabling 
the appropriate career development. 

Personal development and appraisals
A key challenge for a services company such as Capgemini is to 
guarantee a consistent and transparent process of individual 
performance assessment based on a set of clearly defined and 
explained criteria. By establishing a clear framework to guide 

the appraisal process, the company can ensure the professional 
development and promotion of all employees and respect for 
equal opportunities. 
The Performance and Development process is driven by regular 
meetings between the employee and the evaluator, conducted 
in relation to assignments. The mentoring system has been set 
up in a number of entities to allow employees to benefit from 
an outside view and career management advice from more 
experienced colleagues throughout their careers. The GCM 
sets out expectations and competency descriptions for each 
grade which are used for setting objectives, evaluation and 
preparing for promotion. The development priority areas of the 
competency dimensions differ for each grade, giving guidance 
on where employees should focus. 

Mobility
Geographical mobility, whether at country or international level, 
is supported by the Group and often corresponds to a request 
by the employee. We continue to note a significant increase 
in cross-border assignments and travel across the globe as a 
result of both globalization and our delivery model. In order to 
ensure the physical safety of its employees, travel to potentially 
high-risk countries is subject to strict rules and must be approved 
in advance. If trouble breaks out in a country where the Group’s 
employees are present, Capgemini’s repatriation procedure 
provides specific insurance to limit as far as possible the risks 
faced by its people. Specific training courses and advice are 
provided by its international mobility-support service provider. 
In 2010, specific e-learning training for low-risk countries was 
launched and some 14,000 employees completed relevant 
modules in employee travel security. A geo-localization tool has 
been set up to identify where our employees are located at any 
time, in case of emergency. Prior to departure, they also receive 
travel alerts, including cultural tips and customs.

For professionals involved in overseas assignments or considering 
an international career, useful information is provided on the 
Group intranet sites together with relevant rules and procedures. 
More than 15,000 people have completed an assignment outside 
their countries of origin.

To facilitate mobility within each country, intranet sites list 
available positions. This offers the opportunity for jobs to be 
filled by existing employees prior to being advertised outside the 
company.

The Capgemini Group Worldwide Staffing Tools developed in 
2010 represent a new milestone in the evolution of how client 
projects and sales pursuits are staffed with the best qualified and 
suitable team members, and how interesting work assignments 
are provided to colleagues. These tools were designed to support 
the whole staffing process by assigning optimal resources to 
our client delivery and sales pursuits i.e. our right people from 
anywhere in the world to meet the needs of our clients.
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Investing in learning and development

General learning policy 
The value of a consulting and IT services company lies in the 
quality of its intellectual capital. In an industry characterized 
by rapid technological change and changing patterns of work, 
it is essential for employees to keep their knowledge and skills 
up-to-date and in line with client and market needs. Likewise, 
new staff joining the Group are keen to leverage and build on 
their knowledge and to gain rewarding professional experience. 
Personalized development plans are therefore designed during 
annual performance interviews and reviewed at least once a 
year. Furthermore, operating units undertake a systematic and 
iterative review of the capabilities required for their businesses 
and their portfolios of training offerings in order to keep apace 
with current and future market needs.

Capgemini is committed to the continuing development of 
all employees, personally and professionally, with the aim of 
creating and maintaining a fully competent and motivated 
workforce with core skills aligned to its present and future 
business requirements. In providing such development 
opportunities, we will enhance our ability to achieve individual, 
team and corporate goals.

The fundamental strategy of competency development draws 
on various approaches:

 Standard training programs
 Virtual Classrooms 
 Mentoring systems
 E-learning
 On-line books
 Knowledge Centers, video and online TV
 On-the job training
 Easily accessible databases for knowledge sharing
 Management of professional interest communities
 Forums and team rooms
 KM 2.0 communities, blogs and wikis

A sharing and networking culture is vital if knowledge is to be 
used and transmitted. Innovation and collaboration are also 
required.

Sustained focus on training and competency 
development 
Resources are devoted to the provision of training, both at Group 
level and locally. The Group’s on-line learning management 
system MyLearning, open to all employees, was used by 
over 80,500 employees in 2010, and usage of e-courses and 
online books saw another big jump. Overall more than 84,000 
employees were trained in 2010, a total volume of 3.5 million 
hours. Employees use MyLearning for informal and just-in-time 
learning but also register for more formal, structured learning 
events.
MyLearning contains all the Group programs and, for many 
regions, local curricula. The catalogue of courses includes 
a range of training options to suit different learning styles, 
including e-learning, books, on-line mentoring, test-preps, online 
examinations, language courses, live virtual training sessions 
and meetings, and classroom teaching. Classroom instruction 
is provided either at local training centers, through external 
suppliers, or at the Group University. In 2010, we continued 
to develop our own e-learning courses, using the dedicated 
University e-learning development capability. 

The Group University
The Universit y’s vision is to be the strategic par tner, 
underpinning the continuous transformation and competitive 
advantage of our Group as its heart, home and hub. Its mission 
is to: 

  Develop the competencies and capabilities of our people that 
are essential to Group priorities and strategies;
  Partner with the business to deploy content on Capgemini’s 
specific differentiators, know-how and industry standards;
  Create next generation learning that challenges and supports 
the participants while facilitating and incubating networking 
within and across our communities; and
  Leverage our rich history and benchmark with best-in-class 
learning organizations to guarantee demonstrated excellence. 

The University has continued to enhance its business alignment, 
learner focus and operational excellence to get closer to 
employees, on the basis of a new operating model. 

The focus in 2010 was “getting closer to you” to create closer 
connections between the University and the business, Human 
Resources and Learning & Development, and our people. The 
University has moved on to a role-based curriculum, creating a 
clearly defined learner journey, allowing employees to identify 
and select the learning that will help them grow their own 
particular professional skills and capabilities.

Another focus was on Next Generation Learning (NGL), which 
addresses Capgemini’s ambition to achieve learning excellence. 
This philosophy is based on three attitudes: Do-Learn-Do, 
Connect to Learn and Techno Fluent underpinned by nine NGL 
principles outlining what we want to achieve through NGL for the 
design and delivery of our learning. The use of mobile learning, 
the sharing of experiences through Teachable Points of View 
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and the use of Connect and Yammer social media were piloted 
during the November Priority Week in the spirit of Connect to 
Learn. The University also started exploring how applying NGL 
to various parts of the curricula can significantly enhance the 
learning experience and deliver even more value to the business.

2010 saw the creation of a new and exciting team – the Learning 
Business Partners. The University and the Human Resources 
vice-president network selected key Learning and Development 
managers to collaborate more closely with the University to 
become the Learning Business Partner Team. They worked 
together to improve reporting so that our business leaders 
are able to make more informed decisions on learning and 
development; to set pooled learning priorities to design and build 
learning solutions once only, for delivery across the organization; 
to build relationships between our key interfaces in the business, 
finance and HR, together creating SBU/BU Learning Plans. This 
partnership will continue through 2011.

The University developed and promoted learning that is linked 
to Group priorities such as the Code of Business Ethics, the 
Global Service Lines, Lean, and the linking of Business and 
Technology. Business Priority Weeks were held throughout 
2010 with themes such as BeLean, Bringing Business and 
Technology Together in Philips and How to Play to Win in the 
Market? In 2010, greater emphasis was also placed on doing the 
same in areas that are important to our industry such as cloud 
computing and the formalization of an Alliance curriculum. The 
aim of all these initiatives is to fulfill the University’s mission, 
namely “to be the transformation partner of the Group”.

In 2010, a structured project for Alliance Programs was 
introduced, whereby learning initiatives are closely aligned with 
Alliance priorities. Five Alliances were supported in 2010: IBM, 
Microsoft, SAP, Oracle and HP. 

Capgemini India ranked sixth among the Top 20 employers in 
India and training emerged as one of the strongest elements of 
satisfaction, Capgemini scored 8.8 out of 10, against an industry 
average of 7.9. These results from the 2010 Dataquest IDC 
Employee Survey in India reinforced the fact that training had 
made a significant impact on business and people development 
that year.

In 2010, 84,377 of our people participated in learning activities 
through different channels: a total of 3,518,905 learning hours. 
Although the total percentage of people reached increased by 
7%, our total learning hours rose by 22%. Learning hours from 
the global curriculum and e-learning continued to increase and 
almost 2,000 people attended a learning event in one of our 
central delivery facilities in Les Fontaines, Hyderabad, or Chicago. 

61% of all learning hours are now directly entered in MyLearning, 
the Group Learning Management System and a Learning 
Administration Shared Services has been put into place for 
countries across the Group.

The Certification process 
Internal certification 
This in-house peer review process enables employees to 
appraise colleagues’ competencies on the basis of precise and 
clearly identified criteria such as experience gained, knowledge 
sharing, use of in-house tools and methods, mentoring and 
leadership.

The process has three objectives, namely:
  to create strong and recognized professional-interest 
communities by sharing information, knowledge and skills in 
specific areas; 

  to ensure blended distribution and graduated progression 
of competencies, both for in-house and client service 
requirements;

  to create, in the process, the win-win situation of ensuring 
competitive edge both for the Group and for its employees, 
thereby increasing their “employability”.

The Group has six main internal certifications for engagement 
managers, architects, software engineers, infrastructure 
engineers, and service delivery managers. A new internal 
certification program for service transition managers was 
started in 2010.

Some 1,538 engagement managers, 5,917 software engineers, 
544 architects, 294 service delivery managers (up by 79% since 
2009) and 284 infrastructure engineers have been certified; and 
10 employees have received service transition management 
certification until November 2010.

External certification 
The Group has a longstanding external certification policy 
enhanced by online learning programs that provide the ability 
to study for external affiliation, including test preps and online 
mentoring. Individuals can apply for external certification from 
companies and institutions such as Microsoft, IBM, Oracle, Sun 
Microsystems, Cisco, Linus Professional Institute, Six Sigma 
(Green and Black Belts), Project Management Institute (PMI), 
and ITIL.

Center certification
Centers of excellence around the world continue to consolidate 
and strengthen Group capabilities to support a distributed and 
increasingly global delivery model. Relevant external certification 
combined with our internal certification programs support 
these objectives. More than 80 Capgemini centers, including 
Accelerated Delivery Centers, Application Management Services 
Centers, Infrastructure Management Service Centers, Business 
Process Outsourcing Centers, and Technical Excellence Centers 
now have some form of certification. Centers in India, the United 
States, Canada, France, the United Kingdom, Belgium, the 
Netherlands, Germany, Switzerland, Poland, Spain, Portugal, 
Italy, Norway, Denmark, Finland and China have ISO certifications 
including ISO 9001/ISO 9001-2000. Many centers have CMM/
CMMI® (Capability Maturity Model Integration) certification, 
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which is specific to the applications development business. The 
Mumbai and Bangalore centers in India, the center in Asturias, 
Spain and the UK OS AM business have obtained the highest CMM 
and CMMI® certification (Level 5), and at least another fourteen 
centers across France, the Netherlands, Spain, Italy, Canada, the 
UK and the US have achieved CMM/CMMI® level 2 or 3. All BPO 
centers have ISO 9000 certification status with IIP accreditation, 
providing world-class capability, economies of scale and flexible 
capabilities to meet changing demand.

Dialogue and communication at the heart 
of our relationships

Capgemini believes effective communication is a precondition 
for an open and honest culture, and for the involvement and 
engagement of employees. It is also essential for effective 
knowledge dissemination, sharing success and creating a 
sense of belonging with local teams, and with the Group in all 
its dimensions:

  The Group’s intranet, Talent, provides real-time news and 
information. Its use continued to grow in 2010, with over 
4.5 million hits. Talent features best practices and tools for 
use around the Group, as well as links to local country-specific 
intranet sites, training sites and communities. A “News Alert” 
is sent daily to over 7,000 subscribers and a weekly e-mail 
edition is sent to all Capgemini employees every Friday, 
with the highlights of what has been happening around the 
Capgemini Group. The successful Talent experience has led 
to a new approach to intranet site management: local intranet 
sites now share the same content management platform, 
allowing a seamless information flow from one site to another, 
through RSS syndication. A combination of push and pull, the 
platform as a whole enjoyed over 28 million hits in 2010.

  Talent also runs themed annual communications campaigns 
and awards programs, designed to recognize and reward 
individuals and teams from all parts of the Group. In 2010, 
the theme was “Growing our Group”, a campaign designed to 
mobilize team members around the need to fight for growth 
and market share in various areas and through different 
initiatives. Each month, hundreds of employees responded 
with individual stories from the field, participated in the 
monthly quizzes or downloaded the promotional posters and 
brochures for further distribution. Widely re-used and adapted 
locally, the campaign also benefited from strong management 
support. 

  Group Communications also produces a wealth of other media, 
including newspapers (known as Talent on the Spot), videos, 
podcasts, and graphic support to boost communication at 
special events such as Group Kick Off meetings and Business 
Priority Weeks at the University. These tools offer real-time 
capture of key messages that can then be relayed around the 
Group to enable everyone to benefit from key events. 

  A particular highlight in 2010 was the opening of the 23rd 
Group Rencontres (a key Group event gathering some 
450 top managers usually held bi-annually) to the rest of the 
organization through Web 2.0 technology: a dedicated site 
featuring live micro-blogging, daily web TV reports, videos, 
editorial and social media, visited by over 20,000 team 
members.

  A special channel for our vice-president community helps 
foster community spirit and communication amongst the 
Group’s key operational leaders. The Executive series comprises 
a monthly newsletter, The Execut ive Summary; ad-hoc 
communications via The Executive Link; a Who’s Who; and a 
dedicated space on the intranet, The Executive Corner. Vice-
presidents also receive a Key Messages document every time 
the Group publishes important news, such as financial results 
and acquisition announcements, in the markets and the press.

  To ensure greater consistency and to protect the Group’s 
image in the various newsletters, opinion surveys, and 
communications messages created internally, Group Internal 
Communications maintains a set of applications which allow 
editors to enter content and package their production in line 
with our visual identity guidelines.

  We recognize that many contributors to newsletters, 
intranet sites, and other communications channels are not 
communications professionals. To help address this and raise 
the quality of internal communications across the Group, in 
2010 Group Internal Communications team ran another series 
of virtual Master Classes on a variety of topics, which were 
extremely popular. 

  Every quarter, after publication of results, a Communications 
Pack is provided with an update on the Group’s main 
achievements, including financial performance, sales, delivery 
and human resources at both Group and SBU levels, and key 
events held during the past quarter. This Communications 
Pack is then complemented with local information for the 
same categories before being shared with team leaders, for 
use in local team meetings and to ensure that messages are 
consistent across the Group.

  Electronic tools for exchanging information–namely social 
media, blogs, team rooms and forums–evolve constantly, 
enabl ing internal communities to discuss technical 
subjects, share good practices and access Group tools and 
methodologies.

Social networks essentially enable employees to build their 
own environment (network, communities and shared activities) 
within the Group, and add their contacts accordingly. Facilities 
for sharing information are principally employee-oriented.
At Sogeti, TeamPark has been in operation since 2009. Key 
figures demonstrate the impact, success and development of 
this tool: 10,000 users (of which 2,000 regular and 5,000 other 
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users), more than 1,000 continuously growing communities (of 
which, some 25% have 20+ members) in one and a half years, 
culminating in an average 1,500 weekly connections. In 2011, 
this young global collaboration and social networking platform 
continues to evolve dynamically.
TeamPark pioneered a wave of transformations within the 
Group for sharing knowledge and working collaboratively. 
Capgemini Consulting rolled out its Connect- network in 2010 
(3,200 people connected and 219 communities created to 
date) and 20,000 employees opted for Yammer. The Group 
is currently conducting a feasibility study for a global network 
linking all the business units to these different tools, and has 
already integrated the information flows from the collaborative 
platforms into its intranet. 

  The Group University consistently provides a vital platform 
for international communication and exchange, with a strong 
communications voice on both Talent and its own intranet site.

Communication at the heart of employee transfers
Maintaining the involvement and satisfaction of existing employees 
is only part of the communications challenge. Winning the hearts 
and minds of the many people who join the company each year as 
part of an outsourcing deal or an acquisition is vital to the success 
of any deal.

Two-way communication and employee involvement
At the heart of Capgemini’s communications philosophy is 
a commitment to two-way communication. While informal 
dialogue is always encouraged, understanding the engagement 
and satisfaction levels of employees is also formally sought 
through the annual Group employee survey process. For many 
years, employee surveys were locally managed with a core of 
globally consistent questions. 

After a successful 2006 global survey pilot, the Global Employee 
Survey was run across all Capgemini entities worldwide and the 
US arm of Sogeti in 2007. Since 2008, all Group employees, from 
all sectors, have been invited each year to participate.

In 2010, more than 60,000 employees participated giving a 66% 
response rate, a 3% increase compared with 2009. The ability to 
review the results by country, by business unit and by business 
provides further analysis and enabling us to target our action 
plans better. We are also able to track and monitor progress 
to promote areas of strength and to make more impact on the 
areas where we want to improve. The 2010 survey reporting was 
enhanced to track our progress as a Talented Company and to 
show the perceived level of Client Centricity. The survey includes 
a specific CSR and Sustainability question, which recorded a 
6% positive increase in employees “who feel that Capgemini is 
committed to being a responsible corporate citizen” for 2009.

Employee representation 
Capgemini also demonstrates its commitment to formal two-way 
dialogue through its approach to employee representation. The 
company upholds the laws of representation and recognizes the 
importance of constructive dialogue between employees and 
management in shaping key decisions affecting the running of 
the Group. 

In 2001, the International Works Council (IWC) was set up as the 
official representative body in the Group. It enables employee 
representatives to bring employee interests directly to the 
attention of Group management and, in return, to be directly 
informed by management of plans for the company and the 
impact of such plans on employees. Since 2004, Capgemini 
has gone beyond European legislation on works councils 
and opened IWC meetings to members from non-European 
countries, including North America and India, creating a truly 
globally representative body. Today, a total of 21 countries are 
represented on the IWC, namely Austria, Belgium, the Czech 
Republic, Denmark, Finland, France, Germany, Hungary, Ireland, 
Italy, Luxembourg, Norway, Netherlands, Poland, Portugal, 
Romania, Spain, Sweden, and the UK in addition to North 
America and India.

The IWC meets twice a year for two-day working sessions with 
Group management and twice a year as a team.

At local level, the company also supports dialogue with unions 
or other employee representatives, within relevant bodies and 
through the processes provided for under local legislation, 
regulations and agreements. The IWC has a dedicated intranet 
site to give all Group employees open access to IWC information.

In 2010, the IWC was regularly updated on and involved in the 
Group’s CSR & Sustainability activities, the Employee Survey 
(both process and results), Headcount Evolution, key Group 
initiatives as well as Group metrics and organizational updates.
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Remuneration policy 

The Group’s remuneration policy is based on common principles, 
applied in a decentralized way and tailored to local job market 
conditions and regulations. This policy aims to:

  attract and retain talent;
  reward individual and collective per formance with a 
remuneration model that is motivating yet flexible; and
  be fair and consistent with the Group’s f inancial and 
operational targets.

Where local rules permit, employees can select the components 
of their remuneration package from a predefined package. This 
provides employees with additional flexibility, enabling them 
to reconcile their financial and personal situations in the best 
possible way.

Profit-sharing is available to employees pursuant to the local 
regulations applicable in the country. 

Vice-president and senior executive compensation schemes are 
overviewed and authorized at Group level for both fixed salaries 
and variable compensation schemes. Non vice-president 
compensation schemes, locally designed and managed, are 
subject to Group approval with regard to their principles.

Share based incentive schemes 

Cap Gemini S.A. has granted share-based instruments (stock 
options and performance shares) on a regular basis in line with 
its corporate governance. These grants are made selectively 
with the aim of rewarding employee loyalty, namely for those 
who have made exceptional contributions to company sales, 
production, innovation or management or who have been 
acknowledged for specific initiatives. Any employee in the Group 
may be selected to receive them. They are an exceptional reward 
and do not form part of the general remuneration policy. 

The Board of Directors granted a certain number of stock 
options to 6,193 beneficiaries under the fifth plan (launched 
in May 2000 and closed in May 2005), to 2,298 beneficiaries 
under the sixth plan (launched in May 2005 and closed in July 
2008), to 507 beneficiaries under the first performance shares 
plan and to 566 beneficiaries under the second performance 
shares plan. The Management Report, presented at each Cap 
Gemini S.A. Shareholders’ Meeting, provides a detailed yearly 
breakdown of these grants. 

Concurrently, stock option grants to Executive Corporate 
Officers form a tiny percentage of the aggregate options 
distributed. Under the fifth and sixth plans, for example, 1.1% 
of the aggregate options was granted to directors, namely 
1.8% of current grants (i.e., from 6 series of grants). Regarding 
performance shares, both resolutions set a limit of 5% to 
be granted to directors and the volume effectively granted 

represented 4.35% of the total attribution for the first plan and 
no shares have been granted on the second plan. Moreover, 
share based instruments have never been granted on an 
automatic and/or annual basis. 

Detailed information regarding the stock options or performance 
shares granted by Cap Gemini S.A. to directors and to the ten 
main beneficiaries (non-directors), the options exercised by the 
latter, and the plans in general are provided in pages 185 to 187 
and 229 of this Reference Document.

To date, the Group has no active authorization to grant stock 
options or performance shares since no resolution was put to 
the vote at the last General Meeting. As a result, a resolution 
for allocation of performance shares, including a maximum 
of 1,000,000 shares, has been put forward for voting by 
shareholders during the forthcoming Shareholders Meeting.

Employee access to stock holding

Capgemini also expanded access to its capital to a large 
number of employees through an international employee stock 
ownership plan, launched for the first time in 19 countries in 
2009, an offer widely subscribed since some 14,000 employees 
signed up, making the employees collectively a significant 
shareholder of the Group.

In addition, Capgemini launched a product whose performance 
is related to its share price: the BSAAR. This product was sold to 
Group managers who had decided to invest in the company over a 
long-term period (minimum of 4 years and maximum of 7) in order 
to support Group development and to be exposed, through a risk/
reward mechanism, to Capgemini share price performance. A fair 
value price of !3.22 was set on the basis of an external valuation, 
supported by an AMF-approved prospectus. 

Diversity and Inclusion – Our strategic 
advantage

With more than 108,800 employees in some 38 countries 
speaking over 100 different languages, Capgemini enjoys a 
wealth of cultural diversity encompassing many dimensions: 
gender, disability, ethnicity, age, and lifestyle. We view diversity 
as both a strategic advantage and an ongoing challenge. Our 
differences are a source of innovation and inspiration enabling us 
to generate new ideas, anticipate market trends and be thought 
leaders in our chosen markets. Having a diverse workforce 
equips us to comprehend today’s global marketplace, creates 
an international platform and helps us understand and adapt to 
the communities in which we operate. 

In all countries of operation, the Group complies with local labor 
legislation and international labor regulations. In our working 
practices we are committed to ensuring that:



REFERENCE DOCUMENT 2010 CAPGEMINI

52

3. CORPORATE SOCIAL RESPONSIBILITY & SUSTAINABILITY

3

  talented individuals from different backgrounds are recruited 
and retained;
  individuals are shown respect and treated fairly;
  our working relationships are devoid of any unlaw ful 
discrimination;
  our work environment is free from bullying or harassment;
  employees are encouraged to keep a good balance between 
work and private life;
  the health and well-being of our people is supported; and
  a sound and fair working environment, where staff can grow 
and develop, is provided.

We actively promote the principles of diversity in our 
employment practices. Our aim is to encourage individuals 
from diverse backgrounds who are innovative, enthusiastic, 
culturally aware and committed to delivering a truly collaborative 
experience to our clients, in particular by:

  recruiting employees according to objective, job-related 
criteria
  continuously reviewing and improving our HR practices and 
procedures to encourage diversity

  identifying barriers or restrictions to diversity and taking 
action to remove them
  training and educating line and HR managers on an ongoing 
basis
  communicating the spirit of our diversity policy to everyone 
in the company
  setting up ways to measure and monitor our diversity

We make every effort to adapt to different needs and to 
enable people to work with us under a wide range of personal 
circumstances. Group level tracking is carried out in compliance 
with applicable legislation, to better assess and understand 
the situation of women within the Group, i.e. the percentage 
of women for recruitments, departures, and promotions. In a 
number of countries, where allowed, specific populations are 
tracked, such as socio-cultural groups, age groups and people 
with disabilities. Diversity performance indicators are also 
included in the annual HR audit. 

The proportion of women in top executive positions as at December 31, 2010 was as follows:

PROPORTION OF WOMEN IN TOP EXECUTIVE POSITIONS PER OPERATING UNIT 
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Following two years of growth in 2006 and 2007, the proportion 
of women occupying top executive positions fell again by 0.7 of 
a point compared with the prior years–despite an increase of 
almost 0.3 of a point for women overall in the Group–to 26.5%. 
The ongoing growth of Group headcount in countries with a 
low percentage of female engineers takes its toll on the overall 
percentage (although the proportion of women engineers in 
these countries is higher than the market average).
At the end of 2010, 16.4% of promotions to vice-president were 
women, a sharp rise compared with the prior year (9%), and 

approximating the figure recorded for 2008. We have a clear 
perspective of our women’s talent pool thanks to the talent 
reviews conducted throughout the Group, ranging from reviews 
of the top 100 talents by the CEO to those conducted at unit 
level; and we are challenging the business to form a high-profile 
talent pool. We are also leveraging local leadership through 
continuing education, mentoring by senior executives, and 
increased visibility in order to acquire a better gender-balanced 
vice-president community.
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The largest countries within the Group have women’s councils 
and networks in place with a focus on recruitment, retention, 
leadership and communication. 

Some people highlights from around the Group

  For the fourth year running, Capgemini celebrated International 
Women’s Day (IWD), and launched a Group-wide effort to 
recognize its women achievers and draw attention to the 
challenges that women still face in the world of business. 
Initiatives were held across the Group to celebrate IWD and 
gender diversity. Capgemini North America, for example 
celebrated by recognizing some of their female leaders and 
sharing their stories to inspire others across our organization.

  Capgemini Group launched a “Growing Our Group, Growing 
Our Diversity” campaign in 2010. Part of this involved taking an 
in-depth look at our commitment to diversity in different areas 
and at how respecting and taking advantage of colleagues’ 
diversity on a day to day basis can lead to real business and 
personal growth across the Group. Capgemini won the Alpha 
prize at the 6th International Meeting for Diversity for the 
quality of its corporate diversity policy.

  Capgemini France made the podium in the prestigious 
Palmarès Employeurs 2010 – the list of best employers, organized 
by the French media group L’Express and employment agency 
RégionsJob. Over 9,000 web users, candidates and employees 
from various companies were asked to vote for their favorite 
companies. Capgemini ranked 8.4 out of 10 in the overall 
results published.

  Capgemini received the Communication sur le Management 
de la diversité dans les rapports RSE des entreprises du CAC 40 
(Communicating on diversity management as CSR policy for 
CAC40-listed companies) award during the 6th Rencontres 
Internationales de la Diversité held October 1–2, 2010 in 
Corsica.

  Capgemini signed the Banlieue 2.0 charter on June 16, 2010 to 
develop digital resources for the French suburbs. This event 
took place on the Paris XIII university campus in Villetaneuse 
in the presence of Fadéla Amara, Secretary of State for Urban 
Policy. The charter, a Renaissance Numérique initiative, 
aims to give a seal of approval to companies committed to 
helping young people join the digital professions. Renaissance 
Numérique is the French digital citizenship think tank.*

  Tadeo and its partners, including Capgemini, received the Prix 
pour l’action en faveur des handicapés for its part in helping the 
disabled through an innovative and boundaryless approach 
to talent. This was one of the prizes awarded within the Prix 
de l’Action Entreprise et Diversités in 2010. Capgemini is a 
founder member of Tadeo, a company that has developed a 
communication platform to improve communication within 
working environment for the hearing-impaired. 

  For several years, Capgemini and Sogeti have supported 
Mozaik RH, a Human Resources consulting and recruitment 
firm, specializing in equal opportunities and diversity, serving 
public and private organizations. The Group took part in the 
Mozaik Internship Days in 2010, taking on recruits from among 
the applicants presented by the firm, and having assessments 
conducted accordingly.

  Capgemini and Sogeti signed a new agreement in France with 
regard to the employability of people with disabilities in 2010. 
Sogeti also increased its number of employees with disabilities 
by 30%, largely through the Mission Handicap training 
program. Six sessions for infrastructure and application 
services were developed to train and help 40 disabled people 
obtain the appropriate certification. 

  Capgemini played an active role in the Semaine pour l’Emploi 
des Personnes Handicapées in 2010. In the Paris area, Capgemini 
Outsourcing produced music events in Saint Cloud and Saint-
Denis. Employees from the Seine–Etoile offices in Saint Cloud 
took part in a rally for the disabled. As for the provinces, the 
local Mission Handicap in Nantes provided awareness-raising 
and initiation sessions in sign language and Braille.

  A CESU (Chèque Emploi Service Universel: a special check 
book for employers) was also set up for employees’ disabled 
children and partners in 2010.

  The 2011 Sensationelles project in France aims to make careers 
in information technology and the sciences more attractive to 
young students, particularly young women. The first initiative 
was implemented in partnership with TV5 Monde in 2010. The 
aim is to provide better information in schools and universities, 
to support young students—and especially young women—in 
making the appropriate educational choices, and to adjust 
their education to business needs.

  As part of the Young Plan, Capgemini and Sogeti France 
developed a new degree in Information System Design and 
Development with the Paris 13 University. This initiative was 
launched in collaboration with the association Nos Quartiers 
ont des Talents (Our area has talent). Since 2009, Capgemini 
offered internships to over 1,000 young people.

  In the UK, the Capgemini Women’s Business Network made 
its third annual networking event coincide with International 
Women’s Day. In October 2010, Capgemini’s payroll team won 
the IPP 7th Annual Payroll and Pension Excellence award for 
Payroll Team of the Year. Capgemini was a finalist in the HR 
Excellence Awards for Most Effective Benefits Strategy, and 
runners up for the Outsourcing HR Team of the Year.

  Capgemini Sweden was acknowledged by the Swedish 
newspaper Veckans Affärer as one of the top five Best Places 
to Work in the country in terms of equality. Capgemini Sweden 
boasts a 36% female leadership, with a considerable number 



REFERENCE DOCUMENT 2010 CAPGEMINI

54

3. CORPORATE SOCIAL RESPONSIBILITY & SUSTAINABILITY

3

of women in the Swedish management team, not forgetting 
a female CEO. The employer branding company Universum 
published a list of Sweden’s Top 100 most attractive 
employers. Sogeti Sweden made it into the Top 20, giving us 
the distinction of being one of the best companies to work 
for in Sweden. Sogeti came second in the Best Employer in 
Sweden survey, rated by current employees on the basis of 
three main factors: identity, satisfaction and loyalty.

  Capgemini Netherlands has set a goal of 25% women in 
executive positions. A networking initiative was set up in 
May 2009 for female management potential. The network 
organizes lunches and runs sessions on specific issues. The 
Intervision initiative (for guiding young female talent) was 
piloted with positive results, both in making women more 
pro-active in “going for their ambitions” and from a retention 
perspective. 

  Capgemini Netherlands ranked among the top 5 LOF Best 
(Large) Employer for Working Parents. LOF Media is a 
multimedia platform for employers and working parents with 
ambitions. Over 100 employers participated in the LOF survey, 
focusing on flexible working conditions. Capgemini received 
the ICT Top Employer 2010 award from the CRF Institute 
after scoring highly on employment conditions; training and 
development; internal promotion prospects; work atmosphere 
and conditions; and corporate culture and innovation.

  Capgemini Belgium  obtained the Top Employer 2010 
award with an exceptional top score of 5/5 in all 5 domains 
(primary work conditions, secondary work conditions, internal 
promotion opportunities, company culture, learning and 
development).

  Capgemini Norway’s top management team is composed 
50% of women.

  Capgemini Poland received the Top Employer 2010 certificate 
issued by the Corporate Research Foundation institute (CRF). 
Such certificates are only granted to the best employers, who 
have fulfilled all the top Human Resources and organizational 
standards. After surpassing these expectations, our Polish 
office obtained the highest ratings in numerous categories 
– a “first” in more ways than one, as it was the first time this 
certification was given in Poland.

  Capgemini Italy celebrated another Top Employers Italia 2010 
Award for its transparent and loyal company culture. CEO 
Maurizio Mondani said: “We are really proud we have been 
honored once again this year. Caring for our people, and their 
professional growth, is a clear company strategy target!” The 
Restart Program provides help for employees when returning 
after long leave of absence (maternity or sickness). Capgemini 
Italy has been included in the DA Bocconi Observatory on 
Diversity Management: the benchmarking research will picture 
Capgemini from a Diversity perspective, compare us with 

national and international companies, and identify an action 
plan to be implemented between 2011 and 2013. 

  Capgemini Spain has collaborated with the Alcobendas local 
council to foster equal opportunities and work/life balance 
since joining the Equal Opportunities network several years 
ago. Capgemini was awarded the council prize in 2009 and 
were finalists in 2008.

  Capgemini Spain won a Telefónica Ability Award, one of the 
most prestigious prizes in CSR in Spain, in the Prevention and 
Retention category. The award recognizes the company that 
stands out best in providing the means to prevent injuries that 
may cause disabilities, and retaining employees who have 
acquired a permanent disability. The qualification process 
was audited by PwC and Capgemini competed with 273 other 
candidates in the category. The event was presided by Queen 
Sofia and hosted by Telefónica in Madrid.

  Capgemini North America has sourced, recruited and 
on-boarded 96 staff consultants from across TS and OS 
as part of an ongoing commitment to the college recruiting 
program. Over 50 of the new recruits participated in an eight-
week extended on-boarding program, involving 5 weeks in 
Mumbai, India. As a further commitment by the OneTeam 
ambition, India-based freshers were also included in the 
on-boarding program.

  Capgemini North America recently featured in Diversity in 
the News, a newsletter that focuses on diversity thought 
leadership globally. The article featured Capgemini’s recent 
partnership with Out on Bay Street, Canada’s largest 
recruitment organization for LGBT professionals, with the 
aim of reaching MBA, engineering and law students. Andy 
Heppelle, Capgemini’s Accelerated Solutions Environment 
(ASE) leader in Canada, was highlighted for his efforts to 
collaborate with Out on Bay Street to create a mentoring 
program for students seeking careers in firms that have 
diverse and inclusive teams. This program is scheduled for 
launch in 2011.

  The 2010 Senior Management Development Program (SMDP) 
in North America was a great success with 107 Capgemini 
senior managers successfully completing the program. 
The SMDP was built for – and with – senior managers to 
launch a new era in professional development. At its core, the 
program is about engaging the hearts and minds of our entire 
organization in a new way. The program includes three face-to-
face sessions covering leadership essentials; communication, 
negotiation and sales; and people management through 
honest engagement.

  Our journey starts with our commitment to Diversity & 
Inclusion at Leadership levels, and extends to our entire 
organization. It is evidenced by our ongoing commitment to 
our Women’s Initiative, Women’s Leadership Development 
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Program, the thriving North America Diversity Council and 
North America Mentoring Program. Our vibrant Employee 
Resource Groups, representing employees at all levels, 
contribute to unfolding and telling our Diversity & Inclusion 
story. As we have grown, employees trust that their voices will 
be heard, that they are free to be included and are responsible 
for generating their inclusion. Our commitment to inclusion 
has become a driver for creativity, innovation and growth, 
which continues to evolve, propelling Capgemini into the 
position of employer that attracts top talent. 

  In 2010, Capgemini North America took a step further 
towards further integrating Diversity & Inclusion into its 
business strategy; the topic became a strategic priority for 
the organization. As part of the CEO agenda, Diversity & 
Inclusion are viewed as fundamental to transformation and 
essential to our growth ambitions. “D&I is our DNA” is the 
theme compelling Capgemini to become a culture that not 
only welcomes diversity but is more powerful because of the 
ways in which we leverage it.

  After a two year gap, Capgemini India took part in the 
Dataquest (DQ) annual DQ-IDC survey, and reached sixth 
place in the list of Top 20 IT Employers. The company also 
ranked highly in the individual parameters: no. 5 for training, 
salary, and perception as a dream company to work for; no. 
8 for gender inclusion; and in the top three, for employee 
response on the support received from their managers. 

  In Brazil, the recently acquired CPM Braxis was listed among 
the country’s 35 leading private companies for the quality of 
induction of its trainees, obtaining the As Melhores Empresas 
para Estagiar 2010 (the best company for trainees in 2010). 
This award stems from a satisfaction survey for which trainees, 
from numerous companies in diverse sectors, are randomly 
selected by two independent organizations (CIEE et ABRRH). 
The survey was conducted online on their dedicated website.

Health and safety in the workplace
Health and safety in the workplace is an important feature of 
human resources and facilities management. Fortunately, the 
Group’s businesses do not involve high-risk activities. Health and 
safety responsibilities are nevertheless taken very seriously and 
the company has established specific processes and measures. 
Capgemini often works in collaboration with clients on issues 
concerning client buildings and locations where staff may be 
working. Areas of concern are regularly reviewed and preventive 
measures implemented.

Our offices around the world have introduced initiatives 
to promote employee well-being: work-life balance, stress 
management, improvement of employee-manager relations, 
and better working conditions. Many of our countries, including 
India, have Employee Assistance Programs (EAP), which have 
proven invaluable in helping our employees manage stressful 
personal situations through an entirely confidential external 

service. Other services range from health checks focusing on 
the prevention of health problems, training for managers and 
employees on improving their work-life balance, and fitness 
programs. 

Through our MyLearning learning management system, 
numerous books and e-learning modules are available to 
employees. We have also purchased Well-being Essentials, a 
special range of products addressing concerns on personal 
finance, emotional well-being, relationships, health challenges, 
stress, career transitions, work-life balance, healthy eating, 
adoption, parenting, fitness, grief & loss, abuse of harmful 
substances, and many other topics.
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OUR CLIENTS

The OTACE client satisfaction policy

Our client relationship management process, known as OTACE 
(On Time and Above Client Expectations) is a key factor 
underpinning our strong client relationships. Under OTACE 
Reporting, clients are requested to specify their expectations 
from our services based on a set of indicators relating to the 
following: 

We document and review these indicators with clients to produce 
ratings that are reviewed according to an agreed schedule.

OTACE provides an indication of strengths and areas for 
improvement, as well as a deeper understanding of client 
satisfaction on individual projects. In 2010, we tracked over 
4,000 Client Engagements. Our OTACE scores were: 89% 
delivered on time, 93% delivered above or to customer 
expectation: and average client satisfaction was 4.04 out of 5.

Our client focus and our Collaborative Business Experience is the 
essence of the way we work with our clients. Client satisfaction 
and their appreciation of the value we bring in contributing to 
making their businesses successful and sustainable is essential 
to our business. This is reflected in how our people feel: in our 
2010 Global Employee Survey, 91% of our people strongly 
agree that they “feel personally responsible for their client’s 
satisfaction.”

Developing client offerings with a 
sustainability focus 

In 2010, Capgemini continued to grow its por t folio of 
sustainability offers and to build on its strong track record of 
helping clients achieve their environmental objectives.
To underpin our extensive portfolio and to demonstrate our 
determination to be a global leader in sustainability and Green 
IT, we launched CapgeminiGreen – an interactive platform 
that brings together all the Capgemini content encompassing 
sustainability and the environment. This portal provides a wealth 
of relevant information for clients and visitors to our website. 
CapgeminiGreen features two tools:

  Green Cube, a single, consolidated, cross-business overview 
of our green achievements, services, thought leadership and 
client success stories. It is inspired by our approach to service 
provision and the different factors driving organizations to 
pursue green or sustainability objectives; and
  Green Office, a practical and interactive guide to how our IT 
outsourcing solutions can contribute to a greener workplace 
and also facilitate more sustainable ways of working. 

Through 2010, we consolidated our two-pronged approach to 
environmentally-considerate product development: firstly, we 
continued to work towards ensuring that our service offerings 
are inherently green, from conception to delivery. Secondly, we 
built on an already-extensive range of services to enable our 
clients to fulfill their environmental/sustainability objectives. 
Some of our more notable initiatives include:

  Opening of Merlin, one of the most sustainable data centers 
in the world, located in Swindon, UK. Capgemini committed 
to achieving a step-change improvement in data center 
sustainability while continuing to grow capacity. This required 
an increase in immediate and developable capacity, and a net 
reduction in carbon emissions. Accordingly, the first step was 
to seek proposals for a radical new data center design, which 
would:
·  Improve energy efficiency by 40% compared with the global 

average for large data centers;
·  Deliver a Green Grid annual PUE (Power Usage Effectiveness) 

rating of 1.4 or less when fully loaded;
·  Achieve Uptime Institute certified Tier 3 resilience;
·  Dispense with batteries and their inevitable pollution; and
·  Offer maximum flexibility and expandability via modular 

design.

The design submitted for Merlin offered the opportunity to 
realize the required benefits. It was a radical design, involving 
a high degree of genuine innovation and thus a great deal of 
courage to “run with”. Nevertheless, Capgemini committed to 
use a 120-rack system which was fully demonstrated to meet 
control, resilience and PUE expectations across a whole year 
of UK weather. The module was constructed on the basis of a 
sourcing policy using 95% recyclable components, from within 
100 miles of the center, which was developed on a brownfield 
site. This allowed the overall build to put sustainability at the 
core, something we believe had never been achieved in Data 
Center build.

We have proved that achieving high resiliency in a Green 
design at a competitive price point in the Data Center market is 
absolutely achievable and should be the way forward for all data 
center operators. Merlin credentials include:
-  A PUE of 1.09 (factory tested);
-  B ui ld ing to LEED * s t an dards – an in dep en dent an d 

internationally recognized accreditation;
-  80% savings in run costs delivered from the fresh air-cooling 

system, which produces up to 50% less carbon output;
-  91% less power than a conventional data center with a PUE 

of 2.5; and
-  A power plant that utilizes a state-of-the-art flywheel–not 

battery–UPS with fast generators for improved resilience.

* Leadership in Energy & Environmental Design. 
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  E n a b l i n g  i m p r ove d I T  u t i l i z a t i o n  r a t e s  t h r o u g h 
Infrastructure-as-a-Service: Underpinned by Capgemini’s 
network of energy-efficient data centers, Infrastructure as a 
Service is a private cloud offering that provides clients with IT 
infrastructure on an on-demand, pay-as-you-go basis, enabling 
them to benefit from improved business agility, speed to value 
and IT cost effectiveness.

  From an environmental perspective, the “use only what you 
need” principle and multi-tenant capabilities significantly 
improve IT utilization rates, enabling lower electricity 
consumption and therefore reduced carbon emissions. 
Environmental impact is also mitigated since the IT capacity 
is supplied by one of the world’s greenest data centers.

  Launch of Intelligent Workplace. Underpinned by “new 
ways of working,” this integrated service offering provides a 
productive work environment that is more satisfying for the 
user. The Intelligent Workplace reduces energy consumption 
by at least 50% as well as minimizing operating expenditure.

  BPO Services for Energy, Carbon & Sustainability Data 
Management & Reporting: Managing their Sustainability 
performance is increasingly critical for our clients. This 
means processes and systems are essential to capture 
the complex and comprehensive data needed for well-
informed management decisions on carbon management 
and energy reduction. Our outsourced service for Energy, 
Carbon & Sustainability Data Management and Reporting 
can accommodate all global protocols and emission factors. 
The BPO service is powered by CA ecoSoftware from CA 
Technologies, one of the world’s leading SaaS sustainability 
management tools. The service provides an efficient, cost 
effective, high quality management, analysis and back 
office reporting service leaving the client free to focus on its 
Sustainability strategy and improvement projects.

  Enhancing our Smart Energy Services portfolio: Capgemini’s 
Smart Energy Services are already making a difference for 
our clients and their customers in various sectors, notably 
the utility and automotive sectors. We deliver and promote 
sustainable energy-efficiency and environmental solutions. 
Our commitment encompasses more than 7,000 professionals 
assigned to the utility sector.

  
  Promoting data center and desktop virtualization: Capgemini 
actively promotes virtualization as a means of liberating server 
or storage devices, which can then be re-deployed in the areas 
where additional capacity is sought, thus preventing the need 
for additional hardware purchase. Alternatively, excess devices 
can be decommissioned, thereby reducing the volume of IT 
hardware that needs to be powered, maintained, cooled and 
ultimately disposed of. At end user level, we actively promote 
the deployment of desktop virtualization technology as a 
means of driving down the cost of supporting end user IT while 
simultaneously enabling new, more flexible and sustainable 
ways of working. 

  Sustain to save services: Capgemini has developed a 
series of services aimed at helping clients understand the 
sustainable implications of their business. Our Sustainability 
Assessment, Implementation and Operations Services 
deliver savings and efficiencies through initiatives that 
reduce energy usage, costs and carbon emissions. The 
Assessment and Planning consultancy service helps our 
clients to shape their Sustainability strategy and identify 
the financial and environmental benefits available. This is 
supported as appropriate by carbon based business plans. The 
Sustainability Implementation Services utilize the depth and 
breadth of Capgemini’s services and experience, combined 
with its sustainability expertise, to execute clients’ strategies. 
The Sustainable Operations Services focus on delivering 
managed solutions ranging from carbon accounting systems 
and verification, legislation, environmental certification, waste 
and travel planning to advice and guidance on the client’s 
competitive standing in terms of sustainability.

These are just a few of the many sustainability services we have 
developed across a broad and continually expanding portfolio. For 
more details on our services, our client testimonials, our awards and 
our thought-leadership, visit www.capgeminigreen.com.

In thought leadership, our professionals combine their 
knowledge in Consulting, Technology and Outsourcing to 
conduct ongoing research and find answers to major issues 
facing business today. We have published several reports 
involving sustainability, including: 

  Sustain to save – We know from experience how adopting 
a sustainable approach to IT can reduce cost and improve 
performance. This report looks at how businesses can gain 
a 10 to 20 times return on investment from sustainable IT by 
using an experienced partner like Capgemini.
  2020 Future Value Chain: building strategies for the new 
decade – Two hundred executives from leading retailers, 
consumer goods manufacturers, academics, third-party 
providers and industry organizations participated in the 2020 
Future Value Chain project. Facilitated by The Consumer 
Goods Forum together with Capgemini, HP and Microsoft, 
this report examines the changing trends that will have the 
greatest impact on the industry, and the strategic objectives 
being put in place together with examples of tactics that can 
help the industry achieve these objectives.
  European Energy Markets Observatory 2010 – Provides a 
strategic overview of the European energy markets looking at 
key trends and issues facing the electricity and gas industries. 
  Data center services - Capgemini has been working with 
industry-leading technology partners to provide cost-effective, 
secure and sustainable data center services to a wide and 
diverse range of clients from around the world.
  Merlin – The world’s most sustainable data center – An 
overview of Capgemini’s newest data center, including the 
challenges faced and overcome, technical specifications and 
what this means for clients.
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  The story behind Merlin – Explains how the rising importance 
of environmental responsibility inspired Merlin.
  A closer look at Merlin – An in-depth look into the technical 
specifications of the world’s most sustainable data center.
  Green ITIL – Capgemini explores the use of the ITIL lifecycle 
as part of a wider organizational approach to sustainable IT.
  Desktop virtualization  – How desktop vir tualization 
technology can change the way businesses provision their 
users with the desktop experience. The benefits of this 
technology are many and much vaunted including acting as 
an enabler of greener IT and sustainable ways of working.
  Platts / Capgemini Utilities executive summary – Provides 
an overview of the findings of a survey of top utilities executives 
which aimed to identify current industry issues and assess 
opinions about the future of the energy industry. 
  Smart Electricity: threat and promise – Discusses how Smart 
technology, combined with changing consumer demands, will 
have some hitherto unforeseen effects on retailers.
  The Smart Grid: where to start – Provides insights and 
recommendations for building a strong Smart Grid foundation.
  Food for thought: the future of agribusiness – Discusses 
how rising demand for food and competition for land, water 
and other resources have attracted considerable attention. 
Though this situation creates significant opportunities 
for agribusiness companies, they must not be seen to be 
exploiting the misfortunes of others.
  Electric vehicles – Explores how the growth of electric 
powered vehicles will lead to a fundamental shift in the 
existing landscape in areas such as design and manufacturing, 
distribution and after sales service, and energy supply and 
infrastructure. Capgemini has the supporting tools and 
methodologies to help bring together these key stakeholders 
in the emerging electric vehicle business.
  The Smart Grid: where to start – This report focuses on each 
of the five critical behind-the-scenes issues that utilities will 
inevitably face in deploying a Smart Grid.
  Decarbonate your business –  Investigates how the 
decarbonation of the economy will remain a major trend for the 
foreseeable future. For companies, decarbonating activities 
are a long-term undertaking that requires a long-term vision.
  Home energy management system – Discusses the range 
of services Capgemini is developing for utilities to connect 
them directly with their customers, helping both to meet their 
energy management objectives. This reports looks at one of 
these platforms, the Intel® Home Dashboard.
  Distributed generation – Investigates giving customers a 
choice of energy sources.
  Cloud isn’t the answer to every question - This paper 
introduces Capgemini’s concept of the Compute Continuum, 
in which we envisage a shift right along a continuum from the 
present-day private data center model through to a scenario 
whereby services can be sourced from a managed public 
cloud. Benefits include greater infrastructure flexibility and 
improved IT efficiency.

  Click to collaborate – Discusses how unleashing the power 
of unified communications can enable your organization to 
collaborate effectively.
  Server virtualization - This paper articulates the benefits of 
server virtualization—moving beyond pure cost to increased 
flexibility and reliability—and outlines the key risks and issues 
that CIOs should consider before embarking on this important 
step on the journey to the cloud.

Key recognition for the Group in 2010
  C a p g e m i n i  N o r t h  A m e r i c a  w o n  t h e  A p p l i c a t i o n 
Implementation Partner of the Year Award at HP Software 
Universe 2010 for close collaboration and pro-active alignment 
in the Financial Services (FS) space. At HP Software’s annual 
EMEA conference, Capgemini was named HP Software Alliance 
Partner of the Year. Capgemini was among seven partners 
recognized for its outstanding contribution during 2010, having 
developed innovative solutions to meet individual customer 
needs and helped to generate significant incremental revenue 
for joint success with HP Software. Capgemini Spain also 
received the HP Software Partner of the Year in Spain award.

  HP awarded Capgemini Best Converged Infrastructure 
Systems Integrator Solution at its first annual Converged 
Infras tr ucture Al l iance Par tner Awards.  The award 
acknowledges our achievements in advancing Converged 
Infrastructure, through solutions development that 
demonstrates client value, and an innovative approach to 
solving real business issues.

  Capgemini won the Partner Impact Award for Innovation at 
the Teradata Partners User Group Conference in San Diego for 
the second year running. The Global Leader in Enterprise Data 
Warehousing rewards organizations that have had profound 
impact on their success in the past year, and collaborating 
with them for greater alignment and increased joint business 
activities. 

  Capgemini saw great success at the 2010 ComputerWeekly.
com IT Blog Awards. Our CTO Blog bagged the best CIO/IT 
Director blog for the third year running, while our technology 
blog Capping IT Off won the Large Corporate Blog of the Year 
award for the second year in a row. These awards are organized 
by top IT journal Computer Weekly, in association with IBM. 
  The National Outsourcing Association presented Capgemini 
UK client HMRC with the Outsourcing End User of the Year 
award for its Aspire outsourcing contract. This recognized the 
value of its strategic partnership with Capgemini. Capgemini 
also won the IT Outsourcing Project of the Year for its WEFO 
online project for the Welsh European Funding Office, which 
had already been named European IT Outsourcing Project of 
the Year by the European Outsourcing Association.
  Capgemini Outsourcing Services won the Customer Services 
Partner of the Year award at the 2010 Oracle UK Partner 
Awards for the second year running. The award acknowledges 
the considerable commitment and resources invested in 
developing a successful and collaborative relationship with 
Oracle Customer Services, via the Partner Support Program. 
Capgemini Technology Services won the Most Innovative 
Use of Oracle Software award for their t-Gov solution. The 
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award recognizes IT partners who demonstrate outstanding 
specialization and innovation in Oracle solutions.
  Capgemini Business Process Outsourcing (BPO) won the 
Best Improvement Project in Service and Transaction category 
award issued by International Quality and Productivity Center 
(IQPC). More than 120 organizations participated in the 
competition across the world. The IQPC Process Excellence 
Awards recognizes and promotes Six Sigma and quality 
improvement projects that demonstrate true best practices, 
and works to expand and increase the application of Six Sigma 
globally. 
  Capgemini was recognized by the International Association of 
Outsourcing Professionals (IAOP) in the Global Outsourcing 
100 Top 100 Global Outsourcers. IAOP conducts an annual 
independent assessment of the capabilities of outsourcing 
service providers and advisors and, based on this assessment, 
publishes The Global Outsourcing 100 and The World’s Best 
Outsourcing Advisors and various sub-lists.
  Microsoft recognized Capgemini (and its subsidiary Sogeti) 
as a Microsoft Enterprise Partner of the Year for delivering 
exemplary solutions to its customers based on Microsoft’s 
software. “As one of Microsoft’s top worldwide partners on 
Windows 7 as well as a strong partner in ERP and SharePoint 
solutions, Capgemini and Sogeti help customers transform 
their businesses through the innovative use of Microsoft 
technology,” stated Mark Hill, VP of Enterprise Partner Group, 
Microsoft Corp.
  Capgemini won two of the prestigious Pinnacle Awards, 
which are highly regarded in the SAP market and assessed in 
analyst surveys by Gartner, Forrester and others. The Business 
Suite 7 Adoption award recognized our capabilities to drive 
innovative solutions successfully into the market with high 
client satisfaction. We were also named Communities Leader 
of the Year for the second time in a row.
  Capgemini’s German subsidiary sd&m won the Business 
Intelligence (BI) Best Practice Award at the CeBIT trade show 
in Hanover in March 2010. It won the award for BMW AG’s 
quality monitoring system, Q-Cockpit (Quality Cockpit), which 
it co-developed with the Munich-based car manufacturer from 
inception to design and implementation of the system.
  Capgemini Netherlands was named Best 2010 Corporate 
Responsibility organization for the Seniors for Talents project. 
According to Arthur Rijk and Rinske Holthuis, who received the 
award: “Receiving this award is also an award for the more than 
300 connected Senior Executives who are passionate about 
helping young people to find and keep a job and of course 
Capgemini who fully supported this initiative”.

  Capgemini Netherlands, Toshiba TEC and ImpulseLogic won 
the Retail Europe 2010 Award in the category Best In-Store 
Solution. The three companies collaborated on a waste 
management project at Albert Heijn. The award, bestowed by 
the prestigious EHI Retail Institute, recognizes the project’s 
outstanding and innovative solution for the retail sector.

  Sogeti Netherlands was voted Best ICT services Provider. The 
2010 election was conducted by Computerworld and based on 
1,199 responding ICT managers in the Netherlands. Sogeti 
Netherlands won the Computable Award for Best ICT Provider 
in 2010 by Computable (the largest IT-weekly publication), and 
the Uil Award from UWV, a key customer, for innovation and 
performance in 2010.

  Capgemini India  received 1st runner up prize for the 
paper Implementation of High Maturity in ERP Engagement, 
demonstrating the practical implementation of measurement 
and statistical techniques to measure the performance of 
ERP engagements, during QAI’s Colloquium on High Maturity. 
Three out of the final ten papers were selected from Capgemini 
India alone in competition with other IT players.  
  Capgemini India won the first runner up award at the 
Symbiosis Centre for Management and Human Resource 
Development (SCMHRD) Lean and Six Sigma Excellence 
Award 2010. This is the third consecutive year that Capgemini’s 
contribution has been recognized by SCMHRD. Reduction in 
Lifecycle Cost and Reduction in Power Consumption cleared 
the regional rounds and Capgemini was invited to participate 
in a poster presentation.
  The Farmers HERO project developed by Capgemini North 
America recently earned Workflow Management Coalition’s 
2010 Gold Award for North America, for excellence in business 
process management (BPM) and workflow, and the 2010 
INNovators award, sponsored by Insurance Network News, 
in the Enterprise Systems category. In addition to these 
awards, the HERO project won the Pega Customer Experience 
Transformation Award at Pegaworld 2010. Coverage of HERO 
also appeared in Insurance & Technology, the Gartner Customer 
360 Summit, and the ACORD LOMA 2010 Conference.
  Capgemini won the ITSMA 2010 Gold Award for Marketing 
E xc e l l e n c e at  th e A n n u a l  M a r ket in g C o nfe re n c e in 
Massachusetts. The acknowledged Quality Blueprint Global 
Marketing Program was a winner for increasing sales and 
ability to compete, while improving Capgemini’s Testing 
brand awareness. The Information Technology Services 
Marketing Association hosts this annual award program 
to honor special achievements in services and solutions 
marketing. Product Marketing & World Reports Manager Karen 
Schneider accepted the award on behalf of Capgemini and the 
FS GBU’s Global Sales & Marketing team.
  Capgemini was ranked and listed on InformationWeek 500. 
This is an annual ranking of the most innovative companies 
employing information technology in their businesses.
  CRM Magazine recognized Capgemini’s cloud computing 
strategy with an inclusion on its list of 30 Cloud VARs That Get 
It. For the third year in a row, the magazine named Capgemini 
in the CRM 2010 VAR 500 list, an annual listing of the largest 
solution providers in North America, ranked by revenue. In 
addition, CRM honored Capgemini at the ninth annual CRM 
Market Awards, as a Market Leader in the Consultancies 
category for the fourth year in a row.
  Sogeti Sweden won two EPiServer Awards for Best Intranet 
and Best Website for the Public Sector. Sogeti was nominated 
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for an award in four categories. EPiServer Awards were 
established to reward successful and inspiring projects, 
websites and technical solutions based on the EPiServer 
platform.
  C a p ge m in i  In d ia wo n th e p re s t ig io u s Q CI-D L Sh a h 
Commendation National Award for Quality at the 5th National 
Quality Conclave on Leveraging Quality for Good Governance.  
Adhiktama, a project undertaken to improve efficiency at 
Capgemini’s BPO unit managing an accounts payable process, 
was recognized for the award in the Large Service Category

OUR SUPPLIERS AND BUSINESS 
PARTNERS 

Capgemini’s commitment to supplier relationships is reflected in 
its comprehensive set of guidelines on the ethics of purchasing 
and the selection of suppliers.

Purchasing activities 

In our purchasing activities, we are conscious of environmental 
issues and impacts, social impacts, human rights, and anti-
bribery and corruption. The ten key principles of the United 
Nations Global Compact guide our activities throughout our 
business. This means that we are committed to ensuring that 
we work only with suppliers who respect the appropriate ethical 
policies and human rights. 

Capgemini has set out “Guidelines on Ethical Procurement” 
and wishes to develop long-term, sustainable relations with 
selected suppliers. Should a supplier fail to respect these ethical 
guidelines, Capgemini is then entitled to cancel the contract 
without compensation. 
 
Our procurement procedures involve: 

 treating suppliers fairly; 
  selecting vendors based on value, performance, price and 
sustainability;
  providing justifiable and transparent selection decisions;
  preserving the confidentiality of supplier information;
  managing supplier risk;
  ensur ing suppl ier contract s have ef fective c lauses 
corresponding to our Sustainable Procurement Principles; 
  maintaining the appropriate commercial relationships with 
suppliers.

Supplier diversity and equality is encouraged: we aim to allow 
qualified small and minority businesses the opportunity to 
receive a share of our business. Our “eco-system” approach 
with major clients aims to foster this and level the entry barrier 
where practical. 

Contractors’ and suppliers’ staff are expected to work according 
to the same CSR & Sustainability standards as our own employees; 

in tandem, we treat contractors and suppliers with the same 
Sustainability, Health & Safety and Diversity standards as our 
own employees.

Our sustainable procurement principles

Capgemini expects its suppliers to conduct their relationships 
with us and any of our clients and commercial partners on a fair 
and ethical basis and in compliance with our core principles 
of sustainability. These principles apply both to the products 
and services provided, to the suppliers’ activities and, where 
appropriate, to their downstream supply chains. 

Our core principles are:

1.  Human rights – Respect for human rights when dealing with 
supplier stakeholders at large e.g., team members, clients, 
suppliers, shareholders and communities. Suppliers should 
support the principles of the Universal Declaration of Human 
Rights. They must avoid the use of equipment in violation 
of these rights or the manufacture or transfer of arms to 
oppressive regimes.

2.  Compliance with applicable international, national, state 
and local laws – We recognize that local customs, traditions 
and practices may differ but expect that suppliers comply 
at least with local, national and international laws, including 
(but not limited to) all environmental, health and safety and 
labor laws. We expect suppliers to support International Labor 
Organization core conventions on labor standards.

3.  No forced or compulsory labor – Our suppliers must not use 
forced, bonded or compulsory labor and employees must 
be free to leave their employment after reasonable notice. 
Employees must not be required to lodge deposits, money or 
papers with their employer.

4.  No child labor – We refuse to accept the use of child labor in 
the supply chain: 
  No one should be employed who is below the legal minimum 
age for employment in the country.

  Children (below the age of 18) must not be employed for any 
work that is hazardous or inconsistent with their personal 
development.

5.  Equality and diversity – We refuse to accept unlawful 
discrimination of any kind in working relations and we expect 
diversity to be promoted. Suppliers should not discriminate 
in hiring, compensation, access to training, promotion, and 
termination of employment or retirement.

6.  Employee well-being and development – Where applicable, 
suppliers should give consideration to flexible working 
conditions to foster a work/life balance and the personal 
development and training of team members.
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7.  Disciplinary practices – Employees must be treated with 
respect and dignity. Any physical or verbal abuse, harassment, 
threats and/or other forms of intimidation are prohibited.

8.  Freedom of association – Insofar as permissible by the 
relevant laws, respect should be given for freedom of 
association.

9.  Health and safety – A safe and healthy working environment 
for all employees must be provided in accordance with the 
international standards, laws and regulations. This includes 
making sure that adequate facilities, training and access to 
safety information are provided. Any policies, procedures and 
guidelines applicable must be adhered to. Where suppliers 
work on Capgemini premises, or on behalf of Capgemini–such 
as for the use, handling, transport or disposal of hazardous 
materials or the disposal of electronic equipment–they must 
confirm that they understand their obligations. They must 
also confirm that they have management processes and 
controls in place, and agree, whenever applicable, to be fully 
responsible for any liability arising from their actions.

10.  Confidentiality and intellectual property – We require our 
suppliers, contractors and their team members to preserve 
the confidentiality of any information to which they have 
access in accordance with applicable laws. We also expect 
them to protect any intellectual property belonging to 
Capgemini, its customers, suppliers and/or individuals.

11.  Refusal of bribery and corruption in business practices. 

12.  Environmental impacts – We continue to focus on reducing 
our environmental risks and impacts, and on improving 
our overall environmental performance. In particular, we 
are working to reduce our negative impacts and improve 
performance for the following, in particular:
carbon emissions; 
 generation and disposal of waste efficiency of natural 
resource use (such as energy, water, raw materials) 
 protection of biodiversity; and
 management, operational and technical controls to minimize 
the release of harmful emissions into the environment.

Sustainable procurement in practice

Capgemini continues to implement a Sustainable Procurement 
in Partnership project. This reviews every category of goods and 
services procured from suppliers, in order to identify key areas 
of sustainability risk and related opportunities for improvement. 
“Risk” in this context refers to whether the product or service 
being procured has the potential to make a material impact on 
our sustainability performance and commitments; or whether 
it is subject to legislation, particularly environmental legislation, 
The project encompasses:

  a review of our supplier base in terms of risk and extent of 
expenditure;
  a more detailed survey of prioritized suppliers to assess 
supplier performance compared with sustainability principles; 
  if required, agreeing appropriate improvement activities with 
prioritized suppliers; and
  assessing all new suppliers, who are required to complete a 
sustainability questionnaire.

A detailed survey has been built and our suppliers are expected 
to comply with our Core Principles of Sustainability. In 2008, 
our Global Chief Procurement Officer community committed 
to assessing all top suppliers, on the basis of risk and spending, 
by 2009. The program was rolled out in our major countries in 
2009, and supplier assessments covered 74% of total Global 
Procurement expenditure. The sustainability review now 
encompasses 82% of Capgemini spending for 2010. Some 2,135 
suppliers have been or are in the process of being reviewed. 
Some 190 suppliers have been deactivated or reclassified 
(mainly in the UK and India). 

The following risk criteria have been identified to ensure that a 
more detailed assessment of new suppliers can be undertaken 
if required; these criteria are extensive and include:

  Excessive use of scarce, or non-renewable natural resources; 
and
  Standards and specifications for particular categories of 
spending (for example, procurement of energy from renewable 
resources, recycled paper) supply chains utilizing low cost 
countries where the primary supplier has not assessed and 
managed risk appropriately.

Capgemini also aims as far as possible to undertake all 
procurement (real estate, equipment, business travel) in 
accordance with its environmental policies and guidelines. This 
has been embedded into standard contracts since 2007, with 
the option of terminating a contract if environmental practices 
do not match up.
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TOP TEN SUPPLIERS IN 2010 

in millions of euros Amount % Revenus

British Telecom BT Group 120 1.38%
Manpower 41 0.47%
CORSO Informatica BV NL 39 0.45%
Hewlett - Packard 32 0.37%
IBM 26 0.30%
Unisys 24 0.28%
American Express Card & Travel 
Agency 23 0.27%

ING Car Lease Netherlands 23 0.27%
Oracle 22 0.25%
Athlon Car Lease 20 0.23%

 371 4.27%

IN THE COMMUNITY

Capgemini is committed to producing a positive impact on the 
community, now and in the future. As a major global employer, 
we work with external stakeholders on community projects, at 
national and international levels. Capgemini actively encourages 
employees at all levels to get involved in the communities in 
which they live and work. We channel our time, energy and 
creativity into having a positive impact through partnerships with 
various foundations, volunteering, pro bono work, fundraising 
and awarding funding, where appropriate. Joining forces to 
help others strengthens team spirit, improves communication 
skills and procures a better understanding of the communities 
around us. 

Our focus on community projects is very much aligned to our 
corporate purpose and values. We recognize our responsibility 
to contribute to the talent and skills of the wider population and 
future generations. Our underpinning community philosophy 
is to support skills for the future, education and inclusion. 
We acknowledge that diversity is a source of richness and 
competitive advantage so our aim is to support diversity and 
nurture future talent in all its forms. We operate in communities 
across the world both from our network of offices and from our 
client and RightshoreTM sites. Our community strategy therefore 
focuses on local, national and global initiatives. 

Our intention is to provide as many opportunities as we can for 
our employees and to engage in activities for which they have 
passion and commitment. Additionally, we align and embed our 
community program with our business activities and client work 
to ensure sustainability. We measure and evaluate the impact of 
our community involvement and share this with our people, our 
community partners and our clients.

Our global Naandi initiative 
Our partnership with the Naandi Foundation and its Nanhi Kali 
Initiative (focused on supporting young girls through their school 
education) has a direct positive community impact in India; 

it is also aligned with and supports our CSR & Sustainability 
strategy. In 2010, we sponsored over 12,000 girls in India by 
means of schemes and initiatives across the Group. We are the 
largest corporate sponsor of Nanhi Kali internationally and the 
second largest overall. Nanhi Kali has been formally adopted 
as a CSR & Sustainability initiative in Capgemini India, Norway, 
Sweden, UK, Australia and North America. Sogeti India also 
supports the Naandi Foundation. Finland works in partnership 
with Naandi and has integrated working with Naandi into its 
leadership development programs. Other countries that support 
the Nanhi Kali initiative are: France, the Netherlands, Germany, 
Denmark and Portugal.

Naandi Norway, which was established in 2007 at the initiative 
of Capgemini Norway, received the first Harry Hole Award in 
November 2009. This prize, funded by famous Norwegian 
crime novelist, Jo Nesbø, is named after his crime novel hero 
Harry Hole. The prize is awarded to organizations working to 
prevent illiteracy. 

Our partnership offers Indian girls dignity, education, equality 
and empowerment, the same attributes that our people seek 
for themselves and the company for which they work. Our 
partnership with Naandi is about changing the way we think, 
fostering multiculturalism as we become a truly open and 
diverse company, and changing the lives of the girls we support.

COMMUNITY INITIATIVES:

Sponsorship of Nanhi Kali girls by Capgemini Group  
(January 2011) 
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Capgemini and the Naandi Foundation

NORWAY SWEDEN FINLAND
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INDIA
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NORTH AMERICA 
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Capgemini Group is the 2nd Largest Corporate Sponsor of the Naandi Nanhi Kali Program
 – currently sponsoring over 12,100 in India

Our Sogeti–PlaNet Finance initiative 
Our professional services business, Sogeti, partnered with 
PlaNet Finance since its creation in 1998, a partnership that 
has made a significant contribution to alleviating poverty in 
some of the world’s poorest communities. PlaNet Finance is an 
international non-profit organization, created to reduce poverty 
in the world through the development of microfinance. 

Sogeti’s support for PlaNet Finance goes beyond financial 
aid to include technological expertise and critical IT systems 
support, saving money and time, thus enabling PlaNet Finance 
to invest more money in microfinance initiatives. We have 
managed PlaNet Finance’s computer system by hosting 
computer applications including intranet, electronic messaging 
and on-line training as well as providing services related to its 
human resources. 

Sogeti sponsored the 2nd international conference “Microfinance 
and New Technologies”, which was held in Marrakech in 
2010. New technology is a key driver for the development 
of the microfinance sector. The objective of the conference 
was to reinforce the synergies between the two sectors in 
order to develop the use of Information and Communication 
Technologies (ICT) in the microfinance sphere. Sogeti also 
sponsored the Micro Finance Awards in Paris for the third 

year in a row. A jury awarded prizes to the best microfinance 
entrepreneurs in six categories.

PlaNet Finance Italy supports local initiatives and has been 
actively involved in the “University Meets Microfinance” (UMM) 
educational project, launched by PlaNet Finance and Freie 
Universität Berlin, co-funded by the European Commission. It 
aims to promote microfinance to the managers of the future. 
Five scholarships to Italian Universities are granted each year, 
plus an additional award for the best thesis on microfinance. 
Furthermore, we support Planet Finance through media 
relations to promote the project, graphic design, and our 
University networking

Highlights of national and local initiatives around the 
Group
Global Financial Services and WeKare 
WeKare, a Community initiative for Capgemini FS GBU 
employees in India, is currently operational at the Capgemini 
FS GBU India centers in Pune, Hyderabad, Chennai and Gurgaon. 
The focus of this initiative is to make a difference to the lives 
of the less privileged. WeKare has grown significantly since it 
began in 2004. This initiative aims to give back to the society; 
it is not guided by business motives. WeKare is driven by the 
Senior Leadership in the organization and executed by group 
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of associates who are committed to the purpose. All the project 
activities are carried out with seamless communication, an 
annual audit and in total transparency with all employees in the 
organization.

Capgemini France
  Capgemini and Sogeti continued their involvement in Nos 
Quartiers ont des Talents. This association aims to help young 
graduates (4 years’ study post Baccalauréat), primarily from 
low-income areas, on the road to employment. All the Group 
business units attended the launch of the first Nos Quartiers 
ont des Talents year, dedicated to the Midi-Pyrénées region, 
on June 24, 2010 in the Toulouse Stadium. This launch gave 
Capgemini and Sogeti the opportunity to confirm their 
commitment to Nos Quartiers ont des Talents and to mobilize 
local teams. Both subsequently took part in the Rencontres 
Nationales for Nos Quartiers ont des Talents on November 
23–24, 2010.
  Capgemini supports Rentrée 2.0, a project led by Renaissance 
Numérique, the French digital citizenship think tank*. The 
event, held on September 16, encourages companies to 
commit to recycling their computer equipment when due 
for renewal. The aim is to supply reconditioned computers 
to underequipped primary schools, and to households with 
one or several children attending these schools, in the Ile-de-
France region. 
  Capgemini took part in Un jour, un métier (One day, one job), an 
event organized by the association IMS-Entreprendre pour la 
Cité, by introducing 12 fourth-year secondary schoolchildren 
from the Collège Lavoisier in Pantin to the business world and 
its diverse occupations. The objective of this social initiative 
is to foster equal opportunities for disadvantaged youth, from 
secondary school age.
  In 2010, Capgemini joined Passport Avenir to help young 
students from modest backgrounds with their studies. Some 
40 Group employees act as mentors for the students. Since 
November, Sogeti France has given two training sessions in its 
training center in Paris.
  Capgemini and Sogeti have partnered with the Ecole de la 
Deuxième Chance du 93 known as E2C93 (Second chance 
for schooling in the 93 area) since 2006. In 2010, the Group 
became involved in E2C93 by taking part in the AFNOR 
certification process for the school and by providing the skills 
required to create a collaborative platform so that the students 
can discuss and exchange ideas with companies.

  Capgemini partners with Collectif Volley for the Collectif Volley 
Générations Responsables project. This young association has a 
social purpose, fostering solidarity and commitment among 
young professional volleyball players. The organization, 
founded in June 2010, aims to support male and female 
athletes throughout their sporting careers, to encourage 
performance through training and well-being, and to prepare 
these athletes for a change of profession. The Capgemini–
Collectif Volley partnership is skills-based, primarily providing 
help and support to professional athletes during their career 
change.

  A Capgemini team of 35 women took part in the 14th session 
of La Parisienne. This race, first held in 1997, has supported 
breast cancer research for the last 20 years.

 
Capgemini UK 

  Capgemini UK continues to make a difference to young 
people’s lives across the UK through its platinum patronage 
with The Prince’s Trust. We are celebrating the fulfillment 
of our patronage in 2011, having raised over £1,000,000 in 
3 years.

  The Capgemini Wild UK Challenge took place for the 4th year 
running. 186 participants completed a three-day coast-to-
coast challenge and raised over £166,748. The Capgemini Wild 
UK Challenge has raised a total of £650,000 for The Prince’s 
Trust in 4 years.
  As a member of Business in the Community, Capgemini UK 
continues its contribution towards building a sustainable 
future for people and the planet. As a founding member of 
Work Inspiration, we continue our efforts to turn traditional 
work experience around by focusing on providing young people 
with inspiration to work, not simply the experience of being in 
the workplace.
  Capgemini UK continues to support Raleigh, a leading youth 
and education charity. Capgemini offers a TS graduate scheme 
and every year, representatives from the scheme take part 
in events around the Country. Twelve events were held in 
2010 supported by 243 volunteers (including Capgemini 
managers), amounting to 4,710 volunteer hours and £4,210 
donated for building materials. For example in July 2010, UK 
Graduates gave up their weekend to develop their leadership 
skills while improving facilities at the Outdoor Education 
Centre in Woodrow High House near London. Capgemini has 
given £124,000 to Raleigh in the past five years.
  Capgemini UK sponsors AFC Telford United, the local football 
club in the home town of Capgemini’s Aspire business unit. 
Capgemini has created coaching opportunities for young 
teenagers and has helped to develop a new learning center, 
which supports over 8,000 school children and socially 
disadvantaged people every year.
  As part of the Playing for Success initiative, Capgemini has 
provided after school study support to both primary and 
secondary schools in Rotherham since September 2003. Our 
support has helped them provide activities for almost 3,000 
children a year. Through the study center, literacy, numeracy 
and ICT skills are being improved within the local community 
through fun and innovative teaching methods.
  Capgemini UK has continued its relationship with the 
Myotubular Trust since 2006. In 2010, employees raised 
money by participating in the ASCICS London 10K and the 
Thames Tow Path Walk.
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Capgemini North America strengthened their community 
activities in 2010:

  Capgemini North America has joined the Naandi Foundation’s 
Nanhi Kali program. In addition to implementing a payroll 
deduction program, we actively sought to engage directly with 
the Nanhi Kali community. Over the summer, 48 of our new 
campus recruits participated in community visits with the Nanhi 
Kali school girls. Several of our executives also participated in 
similar community visits during their trips to Mumbai. The fact 
that Capgemini employees had had firsthand experience of the 
living conditions and happy and positive natures of these girls 
was quite impactful and inspiring, encouraging us to provide 
increasing financial support for the program.
  Capgemini Canada has continued to support the United Way, 
the employees raising an impressive $105,000 in 2010. BPO 
in North America has chosen to sponsor Niños del Lago (NDL: 
Children of the Lake), an organization that seeks to provide 
tranquil and stable respite from their impoverished lives for 
needy Guatemalan children. The BPO team offers their team 
a variety of ways to get involved and has even partnered with a 
client to match donations.
  In 2010, Capgemini North America’s Financial Services team 
participated in conjunction with The Chicago Public Education 
Fund (The Fund) and the Chicago Public Schools (CPS) to 
provide an innovative e-Learning solution to expand the school 
day and complement classroom instruction for grades 1–8. Thus 
far, this individualized, self-paced program has been launched 
in 15 schools across the Chicago Public School system, the 3rd 
largest district in the nation.
  Local SCENE teams (Supporting, Celebrating, Enriching 
Networking Employees) organize charity, sporting, cultural and 
hands on community events. For example in Dallas, we have 
been supporting the Genesis Women’s Shelter for four years.  
The Shelter is committed to providing support to women and 
children affected by domestic violence. The Capgemini team 
provides monthly dinners for Shelter residents and has also 
generated a significant amount of money through Dallas office 
bake sales and toy donations during the holidays. There are 
plans to expand our community programs in 2011 and provide 
our employees with even more ways of becoming engaged. 

In 2010, Capgemini Australia ran several CSR and Sustainability 
initiatives. These included becoming a recognized sustainable 
supplier for a strategic client (a Top 4 Australian bank) and 
updating a sustainability dashboard, which illustrates staff 
contributions to sustainability objectives such as levels of 
power usage, printing and recycling. Capgemini Australia also 
fundraised for the Australian national Bush Fire and Queensland 
Flood appeals and organized Red Cross blood donations.

Capgemini Italy
  Capgemini Italy supports the Italian Red Cross project aiming 
to educate the population on clearing blocked airways in 
children. The project arose from a deep need to provide the 
entire population with guidelines for pediatric learning and 
related resuscitation maneuvers due to a general lack of 

knowledge on what to do when a child suffers suffocation. In 
2010, we taught 30,000 people how to perform the maneuvers 
during workshops and events throughout Italy, trained 1,000 
new teachers and designed an information pack for the project 
(flyers, posters, DVDs). 

  Capgemini Italy provided a breakthrough diagnostic 
instrument for the pediatric center at the S. Andrea Hospital 
in Rome. The Hospital is a center of excellence for the 
prevention and treatment of Sudden Instant Death Syndrome 
and Apparent Life Threatening Events (ALTE) in infants. The 
instrument will monitor newborn babies’ sleep through a 
wireless system transmitting data to a computer.

  Capgemini Italy fully supported restructuring and safety 
measures for Santa Maria ad Cryptas, an ancient church in 
Abruzzo damaged by the earthquake in 2009. We will continue 
to sustain the second phase of the plan in 2011.

  The Digital School 2.0 for the Italian Public Schools project 
aims to replace books by netbooks. Capgemini Italy added 
new technological elements to enable collaboration among 
teachers and stakeholders on the web. A second platform 
promotes a new type of dialogue among teachers, students 
and their families. Now that we have involved Microsoft and 
Intel, we have a joint goal to create an innovative model for the 
educational sector and for training in general.

Capgemini Netherlands supports the Seniors for Talents 
initiative, created to help ambitious and motivated young people 
who left school but have not (yet) been successful in finding 
their first job. Senior managers, from Capgemini and its client 
environment, are now linked via the LinkedIn group Seniors for 
Talents. The managers’ aim to help young people start or boost 
their careers while treating them with utmost care. 

Capgemini Chile made a significant donation to Un Techo 
Para Chile, the leading charity organization in the country. This 
was used for the reconstruction of Chile after the earthquake, 
which caused a huge amount of suffering for many people. Our 
donation funded the building of some 35 emergency houses for 
families affected by the repercussions of the earthquake, as one 
of our CSR activities.

BPO Americas and Capgemini Guatemala support Niños 
del Lago (NDL), a charity organization committed to helping 
impoverished, at-risk children in Guatemala and improving 
innocent lives marred by years of civil war and social upheaval. 
The NDL camp is located on Lake Atitlan in the Highlands of 
Guatemala and aims to remove, on a rolling basis ,over 3,200 
children from their bleak and stressful environments: 

  In 2010, Capgemini provided significant financial contributions, 
along with its client partner Coca-Cola Enterprises. These 
contributions have enabled NDL to complete the first of six 
duplex cabins. Each cabin will house 12 children and one 
counselor. In honor of this donation, NDL will dedicate the 
cabin to all the Capgemini employees who have contributed 
to NDL.
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  In the first half of 2010, the Capgemini Guatemala site ran 
numerous activities to generate funds for NDL, including 
an iPad raffle, a car wash, a dress down day and bake 
sales. All initiatives had a common goal: if the site raised 
!4,600 (Q50,000), Capgemini would match the amount. 
We succeeded and donated !9,250 (Q100,000) to NDL. Our 
client CCR collaborated with us on this project, matching our 
donation by contributing a further !9,250 (Q100,000) to 
Niños del Lago.
  SunPower and Capgemini are also working together to provide 
solar panels for NDL to significantly and permanently reduce 
the NDL camp’s electricity bills. Capgemini and SunPower 
will collaborate on the design, delivery, and installation of the 
solar panel system. Work on this initiative has already begun.

Capgemini India
  The sixth Global Annual NASSCOM Leadership Awards hosted 
by Capgemini India celebrated success and innovation at 
corporate and individual levels. Other coveted awards included 
the NASSCOM Capgemini award for Leadership in Innovation. 
Paul Hermelin, Group CEO, presented the award to HSBC at 
the award-giving ceremony.

Capgemini BPO and Consulting in Brazil provided assistance 
to the victims of severe flooding in northern Brazil. More than 
100,000 people lost their homes. Capgemini employees were 
involved in the campaign to raise money for the victims and to 
donate clothing and food. 
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33.5 The Group and the environment

With the global population rapidly approaching 7 billion people, 
and many non-renewable resources upon which the economy 
depends becoming increasingly scarce, the environment 
continues to be an area of increasing focus for Capgemini as 
well as for many of its clients.
As a provider of services, Capgemini does not manufacture 
products. However, we recognize that all of our business 
activities impact the environment in some way. The Group has 
therefore committed to minimize its negative impacts in the 
areas most relevant to its business, to comply with any legal 
and other relevant requirements involving the environmental 
impacts of its operations, and to permanently improve the 
environmental performance of its operations. 

The benefits are clear in terms of:
  continuing to exceed our clients’ evolving and increasingly 
high expectations;
  attracting and retaining the best people;
  identifying operational efficiencies; and 
  exceeding voluntary standards and complying with the laws 
and regulations.

ENVIRONMENTAL PRIORITIES

Environmental protection is an ongoing improvement process 
and to ensure that we continue to comply with local and 
international environmental legislation, the Group is rolling out 
a worldwide approach, which includes: 

  identifying the material environmental impact made by 
national subsidiaries;
  ensuring our people, suppliers and contractors take the 
environmental impacts of their decisions take key activities, 
buildings or equipment into consideration; 
  deploying leading practice tools and technology where 
appropriate; 
  establishing indicators to monitor progress; and 
  seeking ways to leverage and adapt our business expertise and 
technology capabilities to help our clients address their own 
environmental challenges and impacts. 

ENVIRONMENTAL IMPACTS AND 
FOCUS AREAS

While local variations may exist, across the Group our key 
environmental impacts are:

  greenhouse gas emissions from energy consumption in our 
offices and data centers;
  greenhouse gas emissions from business travel; and
  waste, both general and recyclable, produced and disposed 
of by us.

These guide our environmental activities, which focus on three 
corresponding areas: 

Energy use (real estate, facilities and equipment) 
Energy consumption across our buildings accounts for a 
significant proportion of Capgemini’s carbon emissions. Data 
centers, in particular, are very energy intensive because they 
contain a high concentration of IT equipment, which consumes 
energy and generates considerable heat and, in turn, requires 
significant cooling. 
We continue to actively monitor power consumption in our office 
and data centers in order to identify opportunities for reduction 
and greater efficiency. Following our successful launch of Merlin, 
one of the world’s most sustainable data centers in the UK, we 
are actively seeking to leverage this technology and experience 
for other data centers. 
From an office perspective we provide relevant environmental 
training for facilities and property managers. All parts of the 
business are expected to optimize office space and power 
consumption. Energ y ef f icient business practices and 
technologies are expected to be considered and adopted, where 
appropriate, for relevant capital projects such as refurbishment 
or when opening new office buildings. 

Business travel
Business travel accounts for another significant proportion 
of the Group’s overall carbon footprint. Tackling this poses 
a complex challenge for our industry, which is reliant on the 
domestic and international mobility of its people to match skills 
and experience with clients’ business challenges.
However, recognizing that there are opportunities to address this 
challenge in a smart way, without sacrificing valuable face time 
with clients, we have continued to roll out videoconferencing 
facilities across the Group, supported by a virtual “meet 
and greet” concierge service. We have also implemented or 
upgraded collaborative working technologies to facilitate remote 
and flexible working. These combined capabilities have enabled 
us to avoid and reduce business travel, notably between our 
offices in India and locations in Europe and North America. In 
many countries we also address the issue of emissions from 
company car fleets through approaches such as set emission 
caps or by promoting hybrid vehicles. 

Waste
Much of the waste that the Group produces is generated from 
office consumables and packaging. Capgemini aims to minimize 
the amount of waste that is sent to landfill by providing recycling 
facilities in key offices. We also try to engage our people and 
work with key suppliers to reduce the overall amount of waste in 
the business, generated by its daily operations. We ensure that 
all electronic equipment is recycled in accordance with local 
laws, using appropriately certified/licensed organizations to 
remove special waste



REFERENCE DOCUMENT 2010 CAPGEMINI

68

3. CORPORATE SOCIAL RESPONSIBILITY & SUSTAINABILITY

3

HIGHLIGHTS IN 2010
  Following our support to the Bali, Poznan and Copenhagen 
Communiqués, Capgemini joined hundreds of businesses 
in 2010 to become a signatory to the Cancun Communiqué 
on climate change, calling upon world leaders at the United 
Nations (UN) climate change conference in Cancun to 
redouble efforts not only to secure an ambitious and equitable 
international framework but also to pursue an ambitious 
parallel mitigation strategy.
  Capgemini also signed the ICT Declaration at the Cancun 
Climate Change Summit, confirming its commitment to 
a more sustainable future. We supported the declaration 
made by over 50 technology companies to urge conference 
negotiators at the Cancun summit to fully utilize the power 
of Information and Communication Technologies to achieve 
a low carbon economy. The declaration, driven by the Global 
e-Sustainability Initiative (GeSI), also supports the proposed 
creation of a work stream focused on developing low-carbon 
solutions in sectors such as ICT.
  The Merlin data center in Swindon, UK, won The Green Data 
Centre award at the Data Centre Leaders Awards, 2010. The 
center was honored on the strength of its successful balance 
of top-class operational performance and achievement of 
ambitious sustainability and green objectives, and was a 
finalist for the Innovation in the Mega Data Centre, Operational 
Team of the Year and Business Leader of the Year awards.
  The Merlin data center was a finalist in the Innovation category 
at the Franco British Chamber of Commerce Business Awards 
and in the Environmental Project of the Year category at the 
UK IT Industry awards.
  Capgemini UK received the WWF One in Five Challenge Award. 
Run by the WWF-UK, the initiative challenges companies 
to reduce the number of business flights taken. WWF-UK 
accepted Capgemini’s baseline survey (Calendar Year 2008) 
and annual survey for Calendar Year 2009: “The progress 
made by Capgemini towards achieving the One in Five 
Challenge has been noteworthy during this short period and 
JMP has verified that a 20% reduction in flying has been 
achieved compared to the baseline year.”
  Capgemini France partners the 10-10 campaign, led in France 
by the non-governmental organization GoodPlanet. By joining 
this campaign, Capgemini France committed to reduce its 
carbon emissions by 10% in 2011. 
  When Capgemini moves offices, preference is given to 
economical and eco-friendly buildings. This was the case of 
the move to the Schiltigheim building in France, whose energy 
performance exceeds the French 2005 thermal regulation 
targets, its interior design taking into consideration the 
reduction of negative environmental impact.
  Capgemini Consulting has organized the Trophée de l’Innovation 
et du Développement Durable (TIDD) competition since 2005. 
Several teams of university students from top schools work on 
the innovative projects of their choice under the supervision of 
Capgemini teams. The projects are then presented to a jury, 
and the best one receives an award.

  Several sites, such as Capgemini Nantes and Sogeti Aquitaine, 
for example, have established company travel plans to reduce 
traveling by car.

  Capgemini France took part in the preparation of discussion 
papers on topics involving Green IT within a wider project 
encompassing work with other companies in the sector. 
Our experts contributed to a series of Syntec Green Books, 
which aim to improve current knowledge and practices in the 
profession.

  In addition to the Group certification already achieved in 
the Netherlands and the UK, Capgemini Belgium achieved 
ISO14001 in 2009. 

  Capgemini India is preparing for its ISO14001 certification 
audit in April 2011 for the Mumbai, Kolkata and Bangalore sites. 
This certification will cover 16,000 people in India.

  Our Global Business Process Outsourcing business launched a 
new sustainability accounting and reporting service, including 
reporting of key sustainability metrics such as energy, carbon, 
travel, water and waste. This bundled service is underpinned by 
a global technology partnership agreement with a recognized 
leader in Sustainability software.

  Our Global OS business ranked fourth in the [2009] Green 
Outsourcing Survey overall, measured by the Black Book Top 
Green Outsourcing Vendors survey, based on client feedback. 
Regionally, we came first in Europe and in Australia.

  Capgemini UK was listed in The Sunday Times’ annual Best 
Green Companies list for the second year running.

  We continued to support the Carbon Disclosure Project, our 
annual submission detailing answers to many customer and 
investor-based questions about our climate change risk, 
strategies and progress.

  We began to roll out our Environmental Awareness computer-
based training course across other major entities in the 
Group, building on the success of its implementation in the 
UK business where over 80% of employees have completed it.

  Last year, the Go Green by Lean project was launched by 
Capgemini Guatemala as a Six Sigma Green Belt project. 
This minimized the use of paper in our operations saving the 
company a significant amount of money and contributing 
at the same time to saving our environmental resources. 
Furthermore, making sure we follow the Information Security 
Standards, Capgemini Guatemala has committed to recycle 
all the paper used. 

  The 300 guest rooms at the Capgemini campus at Les 
Fontaines, which carries the European Ecolabel, are now 
air-conditioned with a new geothermal heat pump system, 
generating annual electricity savings of 60% for the 
accommodation. The campus’ eco-friendly approach has 
also enabled reductions in use of 31% for town gas, 17% for 
electricity, and 25% for water. It has also enabled the campus 
to achieve the ambitious target of an overall 20% reduction by 
2020. This was set by the European Union at its 12 February 
2008 session on the Energy and Climate Package. Since 
2009, its greenhouse gas emissions have already been cut 
by 20%. As for catering, the campus provides 100% organic 
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breakfasts, and the other meals served are made up of 40% 
organic and fair trade products. In terms of recycling, 100% 
of its waste matter is sorted and reused, and kitchen waste is 
composted on site.

COLLABORATION AND INNOVATION 

Addressing environmental impacts is obviously neither just 
an issue for Capgemini nor something we just do in our own 
company. Many of the issues are global or regional at the very 
least, and no organization has the knowledge, technology or 
resources to address them alone. Managing environmental 
issues and making a real difference to them highlights the 
dependencies between customers and suppliers and, in turn, 
the criticality of collaboration between different organizations, 
and product and process innovation. 

The Group therefore aims to communicate openly with its 
people, clients, suppliers and, in some cases, its competitors 
about the achievements and challenges Capgemini faces in 
managing its environmental impact. We are also engaging with 
industry forums and non-governmental organizations to share 
experiences and insights, and to identify opportunities to enable 
our collective performance to move ahead. 

 

More information about our latest CSR & Sustainability 
initiatives can be found on our website at http://www.
capgemini.com/about/corporateresponsibility/ and our 
CSR & Sustainability report: The Other Face of Capgemini.
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