Shell plc

Board Diversity Policy

Introduction

Intent: Shell’s aspirations for diversity, equity and inclusion (DE&I) are encompassed in the
“Powering Lives” pillar of our Powering Progress strategy. Our overarching DE&I ambition is to
become one of the most diverse and inclusive organisations in the world, a place where
everyone - from our employees to our customers, partners and suppliers - feels valued,
respected and has a strong sense of belonging. This is underpinned by specific ambitions in
relation to each of our global equity focus areas.

Purpose: The purpose of our Board Diversity policy is to ensure diversity of our board
composition and an inclusive Board environment to cultivate the breadth of perspective and
high-quality decision-making required to support the strategy and overall direction of the Shell.
The Board policy is applicable to the Board of Shell plc only and complements Shell's Code of
Conduct, and Shell’s broader aspirations for DE&I.

Principles and Aspirations

3.

Alignment with Shell’s DE&I Ambitions: Our DE&I ambition for the Board and the boardroom
environment is aligned with Shell’s broader DE&I ambitions.

Benefits of Diversity: We firmly believe that diversity in its broadest sense fosters a wider range
of perspectives, insights and challenge resulting in improved board effectiveness, decision-
making, and outcomes for the company.

Inclusive Environment: Through inclusive behaviours and practices at the Board level, we set a
clear tone from the top and aim to create a board environment where every board member
feels valued, respected, and empowered to contribute fully.

Board Accountability

6.

Accountability: The Board of Directors, through the Nomination and Succession Committee,
holds itself accountable for achieving the Board's diversity, equity, and inclusion goals.
Regular Review: The Board regularly assesses' the overall balance and composition of the
Board, including but not limited to age, gender, race, ethnicity, educational, social and
geographic background, skills, knowledge and experience, making recommendations for
necessary adjustments.

"Including through the annual board effectiveness review
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Diversity Objectives

8. Support for External Best Practices: The Board supports relevant external best practices, such
as the FTSE Women Leaders Review on gender diversity, Parker Review on ethnic diversity, and
others, to maintain and enhance diversity within the Board, senior management and the senior
succession pipeline.

9. In line with the UK Listing Rules, the Board aims:

a) for gender balance on the Board, with at least one senior board position? held by a
woman. In addition, our target is to maintain the representation of both men and of
women at, or above a minimum of 40%?. This allows us to be truly representative of all
genders and gender identities and provides flexibility during periods of change.

b) to maintain or exceed having at least one Board member from an ethnic minority
background, and then increase that representation to two Board members from an
ethnic minority background, acknowledging that in periods of Board change, there may

be temporary periods when this balance is not achieved.

Appointment Process

10. Rigorous and Transparent Appointments: We are committed to ensuring that Board
appointments are managed with rigor and transparency. Candidates are evaluated based on
merit, skills, experiences, qualifications, performance, and business considerations, with due
regard for diversity in its broadest sense to ensure a balanced Board as a whole and the
diverse benefits each candidate can bring to the overall Board composition.

11. External Advisers: To identify a broad range of candidates, develop a diverse pipeline, and
ensure that our succession practices are equitable, we may engage external advisers who

share our commitment to DE&.

Onboarding and Development

12. Inclusive Onboarding: We are committed to inclusive onboarding, ensuring that all newly
appointed Directors receive comprehensive induction tailored to their needs, experiences,
geography, and backgrounds.

2 Senior position means Chair, CEO, Senior Independent Director, or CFO.
3 These targets align with those set by the FCA under the UK Listing Rules, and all such targets on Board diversity remain
subject to applicable Equalities legislation, including the Equality Act 2010 (as amended from time to time) and its

provisions on discrimination.
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Oversight and Reporting

13. Oversight and Monitoring: The Board maintains proactive oversight of the Company’s DE&I
ambition by monitoring the effectiveness and progress of DE&I policies, initiatives, and
objectives.

14. Succession Planning: The Board actively engages in Senior Management succession planning

and reviews the talent pipeline in alignment with the business outlook.

Conclusion

We are dedicated to the continuous improvement of diversity, equity, and inclusion within the
Board and the Company as a whole, supporting an increased level of disclosure with regard to
Shell’s diversity targets and maintaining proactive oversight over Shell's ambition to become one of

the most diverse and inclusive organisations in the world.
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