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Summary of Recent Diversity and Inclusion Initiatives at Alcon

Alcon has a deep commitment to diversity and inclusion (“D&I”). Alcon is also dedicated to
nurturing and retaining leadership talent and realizes that its future success depends on fostering
and supporting a strong and diverse talent pipeline. In particular, women have been recognized
as an essential part of that successful future, and, as described below, Alcon has created and
supported programs that ensure women understand their value to the company and learn ways to
better develop their career and leadership contributions. Below is a summary of some of Alcon’s
affirmative efforts to further diversity and inclusion within the company:

Women Innovating Now (WIN)

WIN comprises a group of associates at Alcon which is committed to the development and
advancement of women, both within the company, and more generally in the healthcare and eye
care industry. It currently has about 700 members, male and female, who are located throughout
the country. Internally, WIN concentrates on a mentoring program, in which every new female
employee is assigned a senior mentor. There are also cross-functional meetings focused on skill-
building, career navigation, and networking. The group also sponsors events, panels and lunch-
and-learns that include senior executives and ELT members. Externally, WIN endeavors to
foster connections with women’s organizations, nonprofits and research centers in the eye and
healthcare space. WIN also establishes connections with large industry conferences, and has
been working towards increasing the percentage of women who do presentations at those
conferences. The commercial division at Alcon recently started its own WIN chapter, WIN
Commercial, which is geared towards field employees who may not have the same access to a
regional home office.

Women’s Leadership Experience (WLX)

WLX1 was created for high-performing and high-potential female managers and directors. Its
programs and content is designed to help women prepare for roles with greater scope and
responsibility, particularly those in a science and technology-based industry. WLX1 includes a
three-to-four-day program with a series of highly immersive workshops that are focused on self-
development and the empowerment of women at Alcon. Various ELT members attend each
program. The workshops are offered regionally to allow for a consistent, powerful development
experience across the organization. The design of the workshops focuses on group settings with
meaningful and relevant content that will have immediate, practical application. It also
incorporates two individual assessments and three individual follow-up coaching sessions
throughout the year. Participants have rated the WLX1 experience an average of 4.8 out of 5.

Based on the positive reception and feedback of WLX1, Alcon has since followed up the
program with WLX2, which is focused on the development and retention of high-performing and
high-potential female vice presidents and directors. Its goal is to help women accelerate their
readiness for promotions and the assumption of greater responsibility in shaping and driving
strategic change at Alcon. It includes a four-to-five-day, highly immersive workshop in Fort
Worth, which, like WLX1, is interactive and application-oriented. In particular, the program
ensures exposure to Alcon’s senior leadership in order to enhance each participant’s business
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knowledge and perspective and to have them develop their internal network. Many executive-
level employees of Alcon engage as sponsors for WLX2 programs as well. The workshop also
incorporates three individual assessments and five individual follow-up coaching sessions during
the rest of the year.

Global D&I Council

The Global D&I Council at Alcon was established in 2013. It currently has twelve members,
representing all geographies and functions within Alcon, including four ELT members and the
Head of D&I. The Council plans strategy and initiatives to further develop and cultivate D&I
throughout Alcon. It meets monthly in order to review its commitments and assess progress, and
make changes as needed to keep up momentum and to continue advancing inclusiveness in the
workplace. It is also the arbiter for approving new employee resource groups. For example,
recent programs developed or approved by the Council include the launch of worldwide sessions
on unconscious bias in the workplace, as well as the “Diversity Drives Innovation” initiative,
which calls for small teams of employees from various functions and with different skill sets and
experience levels to come up with solutions to specific challenges.

Jonathan Beane, Head of D&I

Alcon hired a new Head of Global D&I, Jonathan Beane, in June 2015. Mr. Beane is very
experienced in the field of D&I, having been the Executive Director of Corporate Social
Responsibility and Diversity at Time Warner for eight years. Prior to joining Time Warner, Mr.
Beane held several positions at Johnson Controls, including as worldwide director of strategic
planning and as director for continuous improvement. He was also formerly an M&A and tax
attorney. In his current role at Alcon, Mr. Beane plans and implements D&I strategies and
initiatives for the entire company, worldwide.

Civil Treatment Course

Alcon also offers a Civil Treatment course to its managers which trains them on applicable
employment laws. The course is an interactive experience that provides Alcon’s managers with
additional skills and insights that have an effect on enhancing inclusion and professionalism
within the workplace. Specifically, the course simulates realistic workplace scenarios and is
designed to challenge and motivate employees to consider the impact of their own behavior on
others, while also encouraging them to be vocal when issues arise. Some of the topics covered in
the course include harassment, retaliation, abusive behavior, inappropriate banter, speaking up
about workplace issues, and electronic communications and social media.

High Performing Leadership Exchange (HPLX)

HPLX is a program which is focused on developing and nurturing effective leadership at Alcon.
Its curriculum is based on the Company’s Values and Behaviors, which are guidelines and
benchmarks for achieving business objectives. For example, the program focuses on driving
results, creative thinking, self-awareness and collaboration. There is also a D&I training
component which focuses on cultural awareness. HPLX takes place over two days in Fort
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Worth, Texas. The entire ELT already completed it this year, and there are plans to roll it out
globally over the next two years to approximately 1,000 employees (mostly in GJFA levels 4 and
up).

Recruiting and Hiring

The Company has taken proactive measures to increase the number of women and minorities in
its workforce through its recruitment and hiring practices.
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