©

UBISOFT

UBISOFT ENTERTAINMENT SA
(the "Company" or “UBISOFT")

The purpose of this document is to present the draft resolutions submitted for approval by the Board of
directors to the Annual (ordinary and extraordinary) General Meeting of the shareholders of UBISOFT
("AGM”) to be held on July 1, 20217 (the “2021 AGM®). It is an integral part of the Board of directors’ report
on the resolutions approved on May 11, 2021 by the Board of directors (the “Board”).

Its aim is to explain the reasons for or the context for each proposed resolution, in accordance with current
regulations. It could not intend to be exhaustive. Therefore, it is essential before exercising your vote on
the one hand, to read carefully the text of the draft resolutions and on the second hand, to refer to the
Universal Registration Document (the “URD”) presenting the Company and Group’s financial position,
activity and results during the financial year (“FY”) ended on March 31, 2021 (“FY21¥), along with the
miscellaneous information required by current legal and regulatory provisions.

FINANCIAL STATEMENTS AND ALLOCATION OF EARNINGS (FY21)
Resolutions 1 to 3

You are asked:

» to approve FY21 Company's separate financial statements (1s' resolution) and UBISOFT group’s
consolidated financial statements (3 resolution), showing:

= Separate financial statements: loss €(14,469,543.70)
= Consolidated financial statements of UBISOFT group: profit €103,061,465

> to decide the allocation of earnings (2" resolution), as follows:
= Loss €(14,469,543.70)
= Allocation to the prior negative retained earnings account €(301,146,523.30)
= Balance of the retained earnings account after allocation €(315,616,067)

It being stated, in accordance with article 243 bis of the French general tax code, that no dividends have
been distributed in respect of the last three financial years.

REGULATED AGREEMENTS AND COMMITMENTS

STATUTORY AUDITORS’ SPECIAL REPORT

You are asked to take note and approve the Statutory Auditors’ report on the regulated agreements and
commitments referred to under the provisions of articles L. 225-38, L. 225-40 et seq. and L. 22-10-13 of
the French commercial code (4™ resolution), it being stated that only new agreements have to be
submitted to the approval of the AGM.

During FY21, no new agreements or commitments were submitted to the prior authorization of the Board.

COMPENSATION OF THE CORPORATE OFFICERS !
Resolutions 5 to 13

Under section 4.2 "Compensation of corporate officers" of the FY21 URD are detailed:

» on the one hand, the required information on the compensation paid or allocated to the Chairman and
Chief Executive Officer (altogether referred to as "CEQ"), to the Executive Vice Presidents ("EVPS")
and to the directors with regard to or in respect of FY21 (the "Ex Post" vote), in the form of an :

= "Overall Ex Post " vote (5" resolution) in accordance with article L. 22-10-34, | of the French
commercial code, and

= "Individual Ex Post " vote in accordance with article L. 22-10-34, 1l of the French commercial code,
in respect of the duties of:

% Yves GUILLEMOT, CEO (6 resolution), and
%  Claude, Michel, Gérard and Christian GUILLEMOT, EVPs (7, 8", 9t and 10" resolutions),

> on the other hand, the compensation policy applicable to the CEO (11" resolution), the EVPs (12
resolution) and to the directors (13" resolution) (the "Ex Ante" vote).

! In this document CNRG refers to the Nomination, Compensation and Governance Committee and CSR Committee to the
Corporate Social Responsibility Committee
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"Ex Post" vote
Resolutions 5 to 10

Summary presentation

For further information - FY21 URD
Report on corporate governance _ 4.2.2.1

COMPENSATION OF THE EXECUTIVE CORPORATE MANAGING OFFICERS (FY21

(in euros)
wiadala 584,824 | 584,824 65,621 65,621 65,621 65621 | 661,037 | 661,037 | 65621 65,621
Annual variable compensatio 52634 | 409,377 - - - - . - - .
aple

ompe 0] - - " - - - - - -

epltiona (0) pe atlo - - - - - - - - - -
R 16,000 16,000 16,000 16,000 16,000 16,000 | 21,0009 | 21,0009 | 16,000 16,000
e oo 24,000 24,000 24,000 24,000 24,000 24000 | 30,0000 | 30,0000 | 24,000 24,000
Bene d - - - - - - - - - -

OTA 677,458 034,20 05,6 05,6 05,6 05,6 0 0 05,6 05,6

(1 Compensation paid to the executive corporate managing officer for his duties over the financial year

() Compensation awarded to the executive corporate managing officer for his duties during the financial year, irrespective of the date of payment
(3 40% fixed and 60% variable

) Including €595,416 (FY21) for his duties as CEO of the cinema and television business (amount subject to foreign exchange rate)

() Including a fixed component and a variable component as President/member of the CSR Committee

COMPENSATION ALLOCATED IN UBISOFT SHARES W

Yves Guillemot, CEO Claude Guillemot, EVP Michel Guillemot, EVP Gérard Guillemot, EVP Christian Guillemot, EVP

Plan no. 47 of 12/08/20 (exercisable from 12/08/24 to 12/07/25 inclusive) ) - Subscription price: €77.76 ©)
€774,708 36,716 €65,347 3,097 €65,347 3,097 €65,347 3,097 €65,347 3,007

Subscription options
valuation)
Performance shares
valuation)

TOTAL €774,708 - €65,347 - €65,347 - €65,347 - €65,347 -

(1) The Company’s executive corporate managing officers do not benefit from any share-based compensation from companies included in the consolidation scope (article L. 233-16 of
the French commercial code)

(2 According to the method selected for the consolidated financial statements

(3 5% to be held in registered form until the expiry/termination of duties

(4) Subject to the achievement of performance conditions (see “Individual Ex Post” vote tables)

() Opening UBISOFT share price on EURONEXT PARIS on the date of allocation by the Board

Details of the components of compensation paid or allocated to the executive corporate managing officers
as well as achievement of the performance indicators relating to the annual variable compensation of the
CEO and the long-term variable compensation for the executive corporate managing officers (CEO and
EVPs) (the “Indicators®) can be found in the “Individual Ex Post” vote tables (see pages 4 to 10).

INTERNAL COMPARISON COMPONENTS / EQUITY RATIO

Although the Company does not have any employees, the equity ratios guidelines issued by the Afep-
Medef have been followed to determine the ratios between the level of compensation of each of the
Company’s executive corporate managing officers (CEO and EVPs) on the one hand, and the average
and median compensation on an equivalent full-time basis of employees other than said executive
corporate managing officers on the other.

In order to prepare a stable, consistent model, which does not depend on changes in the workforce in
countries where levels of compensation are not comparable, the scope selected targets all employees
that work and benefit from an employment contract with one of the Group’s subsidiaries in France. This
representative scope includes about 3,000 employees whose functions cover the Group’s entire value
chain. In accordance with the Afep-Medef recommendations, only employees in the scope that are
continuously present over two financial years are retained for the calculation, which reinforces the
consistency and comparability of the scope over time.



©

UBISOFT

In the numerator and denominator are found the compensation and benefits in kind paid or allocated
during the financial year, according to the information that appears to be the most relevant for the
Company.

Compensation is taken into account on a gross full-time equivalent basis and includes, where appropriate,
the companies included in the consolidation scope within the meaning of article L. 233-16 of the French
commercial codel.

As a reminder, between FY17 and FY20, in line with the compensation policy for the CEO and in view of
the growth and transformation of the Group over these last few years, the Group made adjustments to
the total target compensation of the CEO in order to position it at the Market Median through a higher
long-term variable compensation.

Annual change in UBISOFT's performance, in the total compensation of the Company's executive corporate managing officers and in the average
compensation on a full-time equivalent basis of employees (over 5 financial years)

Comparative change over the last 5 financial years 2016-2017 2017-2018 2018-2019 2019-2020 2020-2021
Non-IFRS Net Bookings +5% +19% +17% -24% +46%
Non-IFRS EBIT +41% +26% +49% -92% +1,282%
Average compensation +5% -10% +14% -3% -8% @
Yves Guillemot, CEO -37% 7% +21% +1% 21% @
Claude Guillemot, EVP -28% +8% +4% 0% 0%
Michel Guillemot, EVP -34% +45% +4% 0% 0%
Gérard Guillemot, EVP +225% @ -1% 0% +6% -4%
Christian Guillemot, EVP -15% 8% +4% 0% 0%

(It should be noted that in certain years, the Group did not have the opportunity of allocating long-term variable compensation to the teams and/or executive corporate managing
officers, which accounts for a large portion of the variations noted. To a lesser extent, the growth in the scope through increased recruitment of young talents over the last few
years has also had an impact on these variations

() Due to the financial results for the FY20, the amount of employee savings and/or annual variable compensation paid to employees and the CEO during the FY21 were significantly
below the amounts paid in the previous financial year

©) During the FY17, Gérard Guillemot was appointed CEO of UBISOFT cinema and television business

Annual change in the ratios between the level of total compensation of the Company's executive corporate managing officers and the average and
median compensation on a full-time equivalent basis of employees

Comparative change over the last 5 financial years 2016-2017 2017-2018 2018-2019 2019-2020 2020-2021
Ratio compared to average employee compensation 12 24 26 27 21
Ratio compared to median employee compensation 17 30 35 35 27
Ratio compared to average employee compensation 2 2 2 2 3
Ratio compared to median employee compensation 3 3 3 3 3
Ratio compared to average employee compensation 2 2 2 2 3
Ratio compared to median employee compensation 2 3 3 3 3
Ratio compared to average employee compensation 10 1" 10 1" 1"
Ratio compared to median employee compensation 14 14 14 14 15
Ratio compared to average employee compensation 2 2 2 2 3
Ratio compared to median employee compensation 3 3 3 3 3

* Fixed portion/Variable portion paid during financial year N/Exceptional compensation paid during financial year N/Compensation paid during financial year N for the directorship and/or, if applicable, the office of

President/member of a Committee/Long-term variable compensation (share plans), other long-term variable compensation instruments and multi-year variable compensation allocated during financial year N
(valuation at their IFRS fair value)/Benefits in kind received during financial year N
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COMPENSATION OF THE CORPORATE OFFICERS (FY21

The compensation allocated to directors for their participation in the work of the Board and its committees
in respect of FY21 is summarized in the table below:

TOTAL

Yves Guillemot €16,000 €24,000 - - - - - - €40,000
Claude Guillemot €16,000 €24,000 - - - - - - €40,000
€16,000 €24,000 - - - - - - €40,000

€16,000 €24,000 - - - - €5,000 €6,000 €51,000

Christian Guillemot €16,000 €24,000 - - - - - - €40,000
Didier Crespel €16,000 €24,000 - €10,000 - - - - €65,000
Laurence Hubert-Moy €16,000 €24,000 - €10,000 €10,000 €10,000 - - €70,000
Florence Naviner €16,000 €24,000 €15,000 €10,000 - - - - €65,000
Corinne Fernandez-Handelsman €16,000 €24,000 - - - €10,000 - €6,000 €56,000
Belén Essioux-Trujillo © €5,333 €3,000 - - - - - - €8,333
John Parkes (6 €12,000 €15,000 - - - - - - €27,000
Lionel Bouchet €16,000 €24,000 - - - - - €6,000 €46,000
Anne Wiibbenhorst () €5,333 €3,000 - - - - - - €8,333
Frédérique Dame © €4 000 €6,000 - - - - - - €10,000
Virginie Haas €10,667 €18,000 - - - - - - €28,667

@ Audit Committee > 5 meetings in FY21

2’ CNRG > 6 meetings in FY21

¥ CSR Committee = 4 meetings in FY21

4 Depending on attendance at Board and/or committee meetings - Cf. m

) Lead director: fixed amount per financial year

- On a pro rata basis according to the duration of the position as a director or member of a committee in FY21 - Cf.

€595,333

Yves Guillemot, CEO (6t resolution

Components of Amount or accounting Presentation

compensation valuation

paid or allocated Amountpaid  Amount allocated
during FY21 in FY21 in FY21

€584,824 €584,824 Compensation in force since April 1, 2019

At April 1, 2020, the fixed compensation of Yves Guillemot was €584,824, unchanged since April 1, 2019.

€52,634 €409,377 ) ) )
The target value for annual variable compensation corresponds to around 30% of the total compensation for the
CEOQ, i.e. 100% of the Fixed, with a maximum of 150% of the Fixed.
The payment of the annual variable compensation is determined according to the achievement of the following
For FY20 For FY21 performance conditions (*:
Approved by Payment Performance conditions Achie\;?ment
the AGM of conditional < st 1st 2nd ;
07002120 | on approval Threshold  Threshold Threshold 198t Maximum  gpiectives
(6t by the AGM
resolution) of 07/01/21
Non-IFRS G EBIT =416 - =468 -
(6" o Broh <416 520 @ 650 4733
resolution) (in € millions) <468 <520
= 80% > 90%
0, 1 I 0, 0, 0, 0
As % of target for this Indicator <80% < 90% <100% 100% 125% 91%
Anr;ual variaple compensation 0% 18% 30% 60% 90% 30%
as % of the Fixed
Group Net Bookings Digital 21,298- 21460-
<1,298 1,622 @ 2,027.5 1,608.9
(in € millions) < 1,460 <1,622
> 80% 290%
As % of target for this Indicator < 80% . 900/: <10 00"/0 100% 125% 99%
Anr;ual variaple compensation 0% % 10% 20% 30% 10%
as % of the Fixed
on ({OGR < " »  Maximum )
Player protection (‘CSR”) Threshold ¢ Threshold © Target © " Maximum
Annual variable compensation
as % of the Fixed 0% 6% 6% 20% 30% 30%
Annual variable compensation 0% 30% 46% 100% 150% 70%

as % of fixed amount

(@) The target corresponds to the objectives announced by the Group in the financial press release of 10/29/20 @
) Details on the expected, established and precisely predefined level of achievement is provided below.
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The “player protection” Indicator consists of two sub-indicators (descriptions ©))

Level of achievement of the sub-indicators of the “player protection” Indicator:

Level
Definition Threshold Target Maximum of
achievement
Global Integration of Threshold Target Maximum
implementation @ of  parental control achieved + achieved +
Sub- ) . . . o
a young player ® mechanisms, witha  implementation notification
indicator : - L
protection program default position of of limitation on sent to
Protectio for free to play no targeted social interaction parents of
games (FTP)witha  advertising, no through “chats” digital
n of . ) -
oung rating below ESRB personalized (limited to people  purchases
y‘a ors M/PEGI 16 © promotional offers accepted by the and gaming
gn yPC and no sharing of player as friends time
data for marketing with notification
purposes sent to parents)
Implementation of Implementation of Threshold Implementa  Maximum
Sub- an “age gate” on the “age gate” for achieved + tion of the
indicator new Mobile games players in the LATAM + “age gate”
for which the target European Union Canada + Africa for players
Protectio audience is minors excluding the and Middle East worldwide
n of ®@), with the aim of ~ United States © @

young protecting them by

players deactivating certain

on Mobile  functionalities by
default

@ excluding China (games published by our Chinese partners)

) minors within the meaning of local regulations on personal data and, for Mobile games, depending on the nature of
the content

() game concerned in the financial year ended 03/31/21: Hyperscape

(@ games concerned in the financial year ended 03/31/21: Hungry Shark Evolution, Hungry Shark World, Hungry Dragon,
Horse Haven, Growtopia, Just Dance Now and Howrse Companion. It is specified that Brawlhalla, which does not
include targeted advertising, does not require an “age gate” to protect our players.

() United States: legal obligation

The level of achievement for each sub-indicator is measured through a technical demonstration to the CSR
Committee, which notes the implementation of the mechanisms in each game concemed, and then passes its
conclusions to the CNRG and the Board ).

The overall achievement level for the “player protection” Indicator was calculated based on the achievement of
each sub-indicator according to the following matrix:

< Threshold < Threshold < Threshold
< Threshold > Target
Threshold > Threshold and < Maximum Threshold
Threshold Maximum Tarqet
Target > Target 9
Maximum Maximum Maximum

Accordingly, the Board recorded an overall achievement of “Maximum”, giving entitement to 150% of the
annual variable compensation related to this Indicator, i.e. 30% of the Fixed.

Consequently, the achievement of objectives give entitiement to annual variable compensation equal to
70% of the annual fixed compensation, i.e. €409,377 gross.

€0

N/A

Failure to reach any of the minimum thresholds inherent in the Indicators to which payment in cash for the
shadow stock-options allocated on March 30, 2018 was subject, means that no shadow stock options were
acquired and consequently, no payment may be made in respect of this multi-annual compensation.

N/A

€774,708
(accounting
valuation)

The long-term variable compensation consists of an award of 36,716 SOP with the exercise price set at €77.76
),

The vesting of SOP is conditional:

@ for 60%, on the total shareholder return on UBISOFT Shares (the “UBISOFT TSR") compared with the TSR of
the companies in the NASDAQ Composite Index, both TSRs being calculated over a three-year period from
the allocation date, i.e. from December 8, 2020 to December 7, 2023;

@ for 20%, on the Growth in the Number of Monthly Active Users (MAU), measured by the average annual
growth rate between the average MAU in the financial year ended March 31, 2020 and the average MAU in
the financial year ending March 31, 2023;

(i) for 20%, on a “CSR” performance condition (Increase in the gender diversity of teams), calculated based on
the permanent headcount present at March 31, 2023.

For each Indicator, the vesting of the SOP occurs by tier, based on the following framework:

=50t and

< 50" percentile < 60" percentile

> 60" percentile

Positioning of UBISOFT TSR
compared to the TSR of the
NASDAQ Composite Index
(60%)

100% of the allocatior
for this Indicator

50% of the allocation
for this Indicator

0% of the allocation
for this Indicator
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<80% >80%and<90% =90% and < 100%

©
of the target of the target of the target Target ©

Growth (a) in the Number of 5 . o . o ) 100% of the
Monthly Active Users (MAU) ® 0% of the allocation  30% of the allocation 50% of the allocation allocation

(20%) for this Indicator for this Indicator for this Indicator for this Indicator

@ Growth is measured using the average annual growth rate between the average MAU during the financial year prior to
the allocation and the average MAU during the financial year prior to the acquisition/payment of the long-term
compensation

(b) MAU: the number of single players that over a month have had a minimum of one gaming activity on any type of game
published by UBISOFT on any platform (PC, console) with the exception of Mobile

(©) The details of the expected, set and precisely defined level of achievement cannot be disclosed without revealing
confidential information about the Group’s strategy. It is recalled that the target objective is demanding and in line with
the Group’s value creation objectives

< 23% of women in the >23% and < 24% of > 24% of women in the
teams women in the teams teams @
Increase in the gender 0% of the allocation 50% of the allocation 100% of the allocation
diversity of teams (20%) for this Indicator for this Indicator for this Indicator

(@ At 03/31/20, the Group comprised 22% women. In a context where the number of women from higher education trained
in UBISOFT’s businesses is limited and where competition for talents is very high, every additional point represents a
real challenge. To illustrate this, and for this purpose only, all other things being equal, assuming average annual
growth of our headcount of 10% over the period, women need to represent at least one-third of this net growth in
headcount to achieve this objective.

The level of achievement of these Indicators is assessed over a period of three consecutive financial years
or calendar years conditioning the acquisition of the long-term compensation. The SOP plan will vest
definitively after a vesting period of four years (©. Vesting will also be conditional upon remaining in office
as an executive corporate managing officer. The Group undertakes to communicate the level of
achievement of the performance conditions in the Universal Registration Document published in respect

of the financial year in which the vesting occurs (.

€40,000 maximum in total
Fixed: 40% is paid in two equal installments in September (for the period from April 1 to September 30) and March
(for the period from October 1 to March 31)
Variable (7): 60% paid in March prorated in accordance with the Board members’ attendance at Board meetings

€40,000 €40,000 held during the financial year, in the following proportions:
= attendance at Board meetings < 50%: no payment of the variable component
= attendance at Board meetings = 50% and < 75%: half of the variable component is paid
= attendance at Board meetings = 75%: all of the variable component is paid
N/A N/A N/A N/A N/A N/A N/A N/A

1)

(:

s

=

(4)

5
5

For each Indicator, no annual variable compensation will be paid if the achievement of the performance conditions is less than 80%, for financial Indicators, and if the

minimum threshold is not achieved, for non-financial Indicators. The annual variable compensation follows a tiered increase up to the target, and then increases proportionally

between the target and the maximum, with the exception of the CSR Indicator, for which payment is by tier whatever the level of achievement of the performance condition.

Due to the context of the Covid-19 crisis and in order to take into account its potential impact on the Group's business, the financial objectives for FY21, announced by

UBISOFT on May 14, 2020 in the press release on the annual results, have been expressed in the form of ranges — the lower figure takes into account the possible

postponement of an AAA game to FY22.

As mentioned in the 2020 Universal Registration Document, it was decided that the Board would make an announcement by the end of October 2020 with regard to these

ranges, defining the targets related to the Group's non-IFRS EBIT and Group Net Bookings Digital objectives for the annual variable compensation of the CEO for FY21, it

being specified that the Group's Net Bookings Digital target thus referred to is understood to equal at least 69% of Group Net Bookings. This delay was designed to ensure

the pertinence of the targets and thus enable the Group:

= on the one hand, to have greater visibility regarding the impact of the Covid-19 crisis on its operations and on changes in consumer habits;

= and, on the other hand, to ensure that these objectives are demanding, as AAA game releases are expected in the second half of the financial year.

Thus, the Board determined the targets for the financial Indicators of the annual variable compensation of the CEO for FY21, in compliance with the financial statement

released on 10/29/20.

The protection of young players on PC program consists in setting up a minor account comprising, on the one hand, restrictions by default directly associated with the

account, and on the other hand, a set of parental control mechanisms allowing the legal guardian to manage the permissions of the minor's account.

The “age gate” on new Mobile games is a mechanism that requires players to indicate their age when the game is first launched. The aim is to deactivate certain

functionalities by default for the youngest players (targeted advertising, data sharing, personalized commercial offers, efc.).

With respect to FY21, the CSR Committee noted:

= the implementation of all functionalities proposed under the protection program on free PC games with a rating below ESRB M/PEGI 16, i.e. an achievement level equal to
the maximum for the first sub-indicator. The implementation of this program required a complete review of the account creation process in order to allow the identification
of different account statuses with specific rights associated with each one;

= the implementation of the “age gate” on new Mobile games with a target audience of minors in all territories covered by the game, i.e. a level of achievement equal to the
maximum for the second sub-indicator. This mechanism had to be implemented game by game, involving intense mobilization of the teams. Its implementation worldwide
was also very complex due to the cultural differences relating to player consent in certain regions.

€77.76 corresponding to the opening UBISOFT share price on EURONEXT PARIS on the date the Board determines the allocation

The vesting date corresponds to the date on which the exercise rights are opened

FY21 attendance rate at Board meetings is indicated in
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Claude Guillemot, EVP (7t resolutio

Components Amount or accounting Presentation
of valuation

compensation

paid or Amount paid in
allocated Fy21

during FY21

Amount
allocated in
FY21

€65 621 €65 621 Compensation in force since April 1, 2018
' ' At April 1, 2020, the fixed compensation of Claude Guillemot was €65,621, unchanged since April 1, 2018.

Failure to reach any of the minimum thresholds inherent in the Indicators to which payment in cash for the
€0 N/A shadow stock-options allocated on March 30, 2018 was subject, means that no shadow stock options were
acquired and consequently, no payment may be made in respect of this multi-annual compensation.

The long-term variable compensation consists of an award of 3,097 SOP with the exercise price set at €77.76

(1)

The vesting of SOP is conditional:

@ for 60%, on the total shareholder return on UBISOFT Shares (the “UBISOFT TSR”) compared with the TSR of
the companies in the NASDAQ Composite Index, both TSRs being calculated over a three-year period from
the allocation date, i.e. from December 8, 2020 to December 7, 2023;

i for 20%, on the Growth in the Number of Monthly Active Users (MAU), measured by the average annual
growth rate between the average MAU in the financial year ended March 31, 2020 and the average MAU in
the financial year ending March 31, 2023;

(ii) for 20%, on a “CSR” performance condition (Increase in the gender diversity of teams), calculated based on
the permanent headcount present at March 31, 2023.

For each Indicator, the vesting of the SOP occurs by tier, based on the following framework:

=501 and
< 60t percentile

< 50" percentile > 60" percentile

Positioning of UBISOFT TSR

0% of the allocation 50% of the allocation ~ 100% of the allocation
compargd fo the TSR of the NASDAQ for this Indicator for this Indicator for this Indicator
Composite Index (60%)
<80% 280%and <90% =90% and < 100% Target ©
of the target of the target of the target
Growth @ in the Number of Monthly 0% of the allocation  30% of the allocation 50% of the allocation ~ 100% of the
€65,347 Active Users (MAU) ®) (20%) for this Indicator for this Indicator for this Indicator allocation
(accounting for this Indicator

A valuation) @ Growth is measured using the average annual growth rate between the average MAU during the financial year prior
to the allocation and the average MAU during the financial year prior to the acquisition/oayment of the long-term
compensation

() MAU: the number of single players that over a month have had a minimum of one gaming activity on any type of
game published by UBISOFT on any platform (PC, console) with the exception of Mobile

() The details of the expected, set and precisely defined level of achievement cannot be disclosed without revealing
confidential information about the Group’s strategy. It is recalled that the target objective is demanding and in line
with the Group’s value creation objectives

< 23% of women in the 2 23% and < 24% of = 24% of women
teams women in the teams in the teams @
Increase in the gender 0% of the allocation 50% of the allocation 100% of the allocation
diversity of teams (20%) for this Indicator for this Indicator for this Indicator

@ At 03/31/20, the Group comprised 22% women. In a context where the number of women from higher education
trained in UBISOFT's businesses is limited and where competition for talents is very high, every additional point
represents a real challenge. To illustrate this, and for this purpose only, all other things being equal, assuming
average annual growth of our headcount of 10% over the period, women need to represent at least one-third of this
net growth in headcount to achieve this objective.

The level of achievement of these Indicators is assessed over a period of three consecutive financial years or
calendar years conditioning the vesting of the long-term compensation. The SOP plan will vest definitively after a
vesting period of four years (2. Vesting will also be conditional upon remaining in office as an executive corporate
managing officer. The Group undertakes to communicate the level of achievement of the performance conditions
in the Universal Registration Document published in respect of the financial year in which the vesting occurs (2.
€40,000 maximum in total

Fixed: 40% is paid in two equal installments in September (for the period from April 1 to September 30) and
March (for the period from October 1 to March 31)

Variable (9: 60% paid in March prorated in accordance with the Board members’ attendance at Board

€40,000 €40,000 meetings held during the financial year, in the following proportions:

= attendance at Board meetings < 50%: no payment of the variable component

= attendance at Board meetings = 50% and < 75%: half of the variable component is paid

= attendance at Board meetings = 75%: all of the variable component is paid

N/A N/A N/A N/A N/A N/A N/A N/A N/A
(1) €77.76 corresponding to the opening UBISOFT share price on EURONEXT PARIS on the date the Board determines the allocation
()" The vesting date corresponds to the date on which the exercise rights are opened
9 FY21 attendance rate at Board meetings is indicated in Yo LIl V&N
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Michel Guillemot, EVP (8th resolution

Components Amount or accounting Presentation
of valuation

compensation

paid or Amount paid in
allocated Fy21

during FY21

Amount
allocated in
FY21

Compensation in force since April 1, 2018

€65,621 €65,621 At April 1, 2020, the fixed compensation of Michel Guillemot was €65,621, unchanged since April 1, 2018.

Failure to reach any of the minimum thresholds inherent in the Indicators to which payment in cash for the
€0 N/A shadow stock-options allocated on March 30, 2018 was subject, means that no shadow stock options were
acquired and consequently, no payment may be made in respect of this multi-annual compensation.

The long-term variable compensation consists of an award of 3,097 SOP with the exercise price set at €77.76

(1)

The vesting of SOP is conditional:

@ for 60%, on the total shareholder return on UBISOFT Shares (the “UBISOFT TSR”) compared with the TSR of
the companies in the NASDAQ Composite Index, both TSRs being calculated over a three-year period from
the allocation date, i.e. from December 8, 2020 to December 7, 2023;

(i for 20%, on the Growth in the Number of Monthly Active Users (MAU), measured by the average annual
growth rate between the average MAU in the financial year ended March 31, 2020 and the average MAU in
the financial year ending March 31, 2023;

(ii) for 20%, on a “CSR” performance condition (Increase in the gender diversity of teams), calculated based on
the permanent headcount present at March 31, 2023.

For each Indicator, the vesting of the SOP occurs by tier, based on the following framework:

> 50" and
< 60" percentile

< 50t percentile > 60t percentile

Positioning of UBISOFT TSR

0% of the allocation 50% of the allocation 100% of the allocation
compared to the TSR of the . . h . . .
NASDAQ Composite Index (60%) for this Indicator for this Indicator for this Indicator
<80% 280% and<90% =90% and < 100% Target ©
of the target of the target of the target 9
Growth @ in the Number of Monthly ! ! , 100% of the
} } 0% of the allocation 30% of the allocation 50% of the allocation .
(b 0,
€65,347 Active Users (MAU) 1 (20%) for this Indicator for this Indicator for this Indicator f ar:[oiat(lign
(accounting or this Indicator

N/A )

valuation) @ Growth is measured using the average annual growth rate between the average MAU during the financial year prior
to the allocation and the average MAU during the financial year prior to the acquisition/payment of the long-term
compensation

® MAU: the number of single players that over a month have had a minimum of one gaming activity on any type of
game published by UBISOFT on any platform (PC, console) with the exception of Mobile

©The details of the expected, set and precisely defined level of achievement cannot be disclosed without revealing
confidential information about the Group’s strategy. It is recalled that the target objective is demanding and in line
with the Group’s value creation objectives

< 23% of women in the >23% and < 24% of > 24% of women in
teams women in the teams the teams @
Increase in the gender 0% of the allocation 50% of the allocation 100% of the allocation
diversity of teams (20%) for this Indicator for this Indicator for this Indicator

@ At 03/31/20, the Group comprised 22% women. In a context where the number of women from higher education
trained in UBISOFT's businesses is limited and where competition for talents is very high, every additional point
represents a real challenge. To illustrate this, and for this purpose only, all other things being equal, assuming
average annual growth of our headcount of 10% over the period, women need to represent .at least one-third of this
net growth in headcount to achieve this objective.

The level of achievement of these Indicators is assessed over a period of three consecutive financial years or
calendar years conditioning the vesting of the long-term compensation. The SOP plan will vest definitively after a
vesting period of four years (2. Vesting will also be conditional upon remaining in office as an executive corporate
managing officer. The Group undertakes to communicate the level of achievement of the performance conditions
in the Universal Registration Document published in respect of the financial year in which the vesting occurs (2.
€40,000 maximum in total

Fixed: 40% is paid in two equal installments in September (for the period from April 1 to September 30) and
March (for the period from October 1 to March 31)

Variable (9: 60% paid in March prorated in accordance with the Board members’ attendance at Board

€40,000 €40,000 meetings held during the financial year, in the following proportions:

= attendance at Board meetings < 50%: no payment of the variable component

= attendance at Board meetings = 50% and < 75%: half of the variable component is paid

= attendance at Board meetings = 75%: all of the variable component is paid

N/A N/A N/A N/A N/A N/A N/A N/A N/A
() €77.76 corresponding to the opening UBISOFT share price on EURONEXT PARIS on the date the Board determines the allocation

(2) The vesting date corresponds to the date on which the exercise rights are opened
(%) Attendance rate at Board meetings in the financial year ended 03/31/21 is indicated in YLl &N
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UBISOFT

Gérard Guillemot, EVP (9th resolution

Components of Amount or accounting Presentation
compensation valuation

paid or allocated Amountpaid  Amount allocated
during FY21 in FY21 in FY21

Compensation in force since April 1, 2018
1) (1)
€65,621 €65,621 At April 1, 2020, the fixed compensation of Gérard Guillemot was €65,621, unchanged since April 1, 2018.

Failure to reach any of the minimum thresholds inherent in the Indicators to which payment in cash for the
€0 N/A shadow stock-options allocated on March 30, 2018 was subject, means that no shadow stock options were
acquired and consequently, no payment may be made in respect of this multi-annual compensation.

The long-term variable compensation consists of an award of 3,097 SOP with the exercise price set at

€77.76 (2.

The vesting of SOP is conditional:

@ for 60%, on the total shareholder return on UBISOFT Shares (the “UBISOFT TSR") compared with the TSR
of the companies in the NASDAQ Composite Index, both TSRs being calculated over a three-year
period from the allocation date, i.e. from December 8, 2020 to December 7, 2023;

(i for 20%, on the Growth in the Number of Monthly Active Users (MAU), measured by the average annual
growth rate between the average MAU in the financial year ended March 31, 2020 and the average
MAU in the financial year ending March 31, 2023;

(i) for 20%, on a “CSR” performance condition (Increase in the gender diversity of teams), calculated
based on the permanent headcount present at March 31, 2023.

For each Indicator, the vesting of the SOP occurs by tier, based on the following framework:

> 50" and
< 60" percentile

< 50t percentile > 60t percentile

Positioning of UBISOFT TSR o ' o " 100% of the
compared to the TSR of the 0 ﬁ;?{r};ﬁﬁgﬁ;ﬁg?n sofé’r(:;i@?nzlilggfot :on allocation
NASDAQ Composite Index (60%) for this Indicator
<80% 280% and < 90% =90% and < 100% Target ©
of the target of the target of the target 9
Growth @ in the Number of Monthly 0% of the allocation 30% of the 50% of the 100% of the
€65,347 Active Users (MAU) ®) (20%) et allocation allocation allocation
. for this Indicator for this Indi for this Indi for this Indi
NA (accounting for this Indicator  for this Indicator _for this Indicator
valuation) @ Growth is measured using the average annual growth rate between the average MAU during the financial year
prior to the allocation and the average MAU during the financial year prior to the acquisition/payment of the long-

term compensation

) MAU: the number of single players that over a month have had a minimum of one gaming activity on any type ot
game published by UBISOFT on any platform (PC, console) with the exception of Mobile

(©)The details of the expected, set and precisely defined level of achievement cannot be disclosed without revealing
confidential information about the Group’s strategy. It is recalled that the target objective is demanding and in line
with the Group’s value creation objectives

< 23% of women in the 2 23% and < 24% of = 24% of women in
teams women in the teams the teams @
Increase in the gender 0% of the allocation 50% of the allocation 100% of the allocation
diversity of teams (20%) for this Indicator for this Indicator for this Indicator

@ At 03/31/20, the Group comprised 22% women. In a context where the number of women from higher education
trained in UBISOFT’s businesses is limited and where competition for talents is very high, every additional point
represents a real challenge. To illustrate this, and for this purpose only, all other things being equal, assuming
average annual growth of our headcount of 10% over the period, women need to represent at least one-third of
this net growth in headcount to achieve this objective.

The level of achievement of these Indicators is assessed over a period of three consecutive financial years

or calendar years conditioning the vesting of the long-term compensation. The SOP plan will vest definitively

after a vesting period of four years ). Vesting will also be conditional upon remaining in office as an executive
corporate managing officer. The Group undertakes to communicate the level of achievement of the
performance conditions in the Universal Registration Document published in respect of the financial year in
which the vesting occurs ).

Board: €40,000 maximum in total

Fixed: 40% is paid in two equal installments in September (for the period from April 1 to September 30) and
March (for the period from October 1 to March 31)

Variable “: 60% paid in March prorated in accordance with the Board members’ attendance at Board
meetings held during the financial year, in the following proportions:

€51,000 €51,000 = attendance at Board meetings < 50%: no payment of the variable component

= attendance at Board meetings = 50% and < 75%: half of the variable component is paid

= attendance at Board meetings = 75%: all of the variable component is paid

Corporate Social Responsibility Committee:

Fixed (President) (¥): €5,000 maximum in total.

Variable ) (member): €1,500 per meeting (capped at four meetings per financial year).

N/A N/A N/A N/A N/A N/A N/A N/A N/A
(U For his duties as CEO of the cinema and television business, in respect of the FY21, Gérard Guillemot received a gross annual compensation of €595,416 (subject to
exchange rates)

() €77.76 corresponding to the opening UBISOFT share price on EURONEXT PARIS on the date the Board determines the allocation
(%) The vesting date corresponds to the date on which the exercise rights are opened

(4 FY21 attendance rate at Board and CSR Committee meetings is indicated in

(5 Termination of the position as President of the CSR Committee with effect from 04/06/21
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UBISOFT

uillemot, EVP (10th resolution

Amount or accounting
valuation

Components
of
compensation
paid or
allocated
during FY21

Amount paid in

Fy21

€65,621

in FY21

€65,621

Amount allocated

Compensation in force since April 1, 2018

Presentation

At April 1, 2020, the fixed compensation of Christian Guillemot was €65,621, unchanged since April 1,
2018.

€0

N/A

Failure to reach any of the minimum thresholds inherent in the Indicators to which payment in cash for the
shadow stock-options allocated on March 30, 2018 was subject, means that no shadow stock options were
acquired and consequently, no payment may be made in respect of this multi-annual compensation.

N/A

€65,347
(accounting
valuation)

The long-term variable compensation consists of an award of 3,097 SOP with the exercise price set at

€77.76 (1),

The vesting of SOP is conditional:

@ for 60%, on the total shareholder return on UBISOFT Shares (the “UBISOFT TSR") compared with the TSR
of the companies in the NASDAQ Composite Index, both TSRs being calculated over a three-year
period from the allocation date, i.e. from December 8, 2020 to December 7, 2023;

@ for 20%, on the Growth in the Number of Monthly Active Users (MAU), measured by the average annual
growth rate between the average MAU in the financial year ended March 31, 2020 and the average
MAU in the financial year ending March 31, 2023;

(i) for 20%, on a “CSR” performance condition (Increase in the gender diversity of teams), calculated
based on the permanent headcount present at March 31, 2023.

For each Indicator, the vesting of the SOP occurs by tier, based on the following framework:

=50t and
< 60t percentile

> 60(h

< 50t percentile )
percentile

Positioning of UBISOFT TSR
compared to the TSR of the
NASDAQ Composite Index
(60%)

100% of the
allocation
for this
Indicator

50% of the allocation
for this Indicator

0% of the allocation
for this Indicator

<80%
of the target

= 80% and < 90%
of the target

290% and < 100%

()
of the target Target

0% of the
allocation
for this Indicator

50% of the 100% of the
allocation allocation
for this Indicator  for this Indicator

Growth @ in the Number of Monthly

0 '
Active Users (MAU) ©) (20%) 30% of the allocation

for this Indicator

(@ Growth is measured using the average annual growth rate between the average MAU during the financial year
prior to the allocation and the average MAU during the financial year prior to the acquisition/payment of the long-
term compensation

() MAU: the number of single players that over a month have had a minimum of one gaming activity on any type of
game published by UBISOFT on any platform (PC, console) with the exception of Mobile

(©)The details of the expected, set and precisely defined level of achievement cannot be disclosed without revealing
confidential information about the Group's strategy. It is recalled that the target objective is demanding and in line
with the Group's value creation objectives

< 23% of women in the
teams

2 23% and < 24% of women in
the teams

2 24% of women in
the teams @

Increase in the gender
diversity of teams (20%)

0% of the allocation
for this Indicator

50% of the allocation 100% of the allocation
for this Indicator for this Indicator

(@ At 03/31/20, the Group comprised 22% women. In a context where the number of women from higher education
trained in UBISOFT's businesses is limited and where competition for talents is very high, every additional point
represents a real challenge. To illustrate this, and for this purpose only, all other things being equal, assuming
average annual growth of our headcount of 10% over the period, women need to represent at least one-third of
this net growth in headcount to achieve this objective.

The level of achievement of these Indicators is assessed over a period of three consecutive financial years

or calendar years conditioning the vesting of the long-term compensation. The SOP plan will vest

definitively after a vesting period of four years (2. Vesting will also be conditional upon remaining in office
as an executive corporate managing officer. The Group undertakes to communicate the level of
achievement of the performance conditions in the Universal Registration Document published in respect

of the financial year in which the vesting occurs (2.

€40,000

€40,000

€40,000 maximum in total
Fixed: 40% is paid in two equal installments in September (for the period from April 1 to September 30)
and March (for the period from October 1 to March 31)
Variable (9: 60% paid in March prorated in accordance with the Board members’ attendance at Board
meetings held during the financial year, in the following proportions:

= attendance at Board meetings < 50%: no payment of the variable component

= attendance at Board meetings = 50% and < 75%: half of the variable component is paid

= attendance at Board meetings = 75%: all of the variable component is paid

N/A

N/A

N/A

N/A N/A N/A N/A N/A N/A

(1 €77.76 corresponding to the opening UBISOFT share price on EURONEXT PARIS on the date the Board determines the allocation
(2) The vesting date corresponds to the date on which the exercise rights are opened

Appendin 1 A

(9 Fy21 attendance rate at Board meetings is indicated in [¢Js
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"Ex Ante" vote

Resolutions 11 to 13

Summary presentation

For further information - FY21 URD
Report on corporate governance _4.2.1

COMPENSATION POLICY FOR EXECUTIVE CORPORATE MANAGING OFFICERS

(CEO and EVPs)
Resolutions 11 and 12

PRINCIPLES

The compensation policy proposed by the CNRG and approved by the Board is based on the following
pillars:

Reflect the strategic
choices conducive to
the Group’s growth

The CNRG ensures that there is a correlation between the compensation structure of the
executive corporate managing officers and the Group’s strategy.

Thus, the major challenges to come are reflected in the performance conditions of the
variable compensation, for which the targets to achieve are aligned with the Group’s value
creation objectives.

Be directly linked to the
medium and long-term
financial results

The structure of the total compensation for the executive corporate managing officers is
mainly based on the annual and/or long-term variable components. The payment of the
variable components is subject to achievement of precise, coherent and demanding
performance conditions, in line with the Group’s strategy and focused on long-term profitable
growth by acting in a responsible way towards all stakeholders.

Ensure direct alignment
with the interests of
investors

In order to align the compensation of the executive corporate managing officers with
investors’ interests, part of the total compensation is linked to the UBISOFT ENTERTAINMENT
SA share price on EURONEXT PARIS (the “UBISOFT Share”), either via an allocation of shares
in the form of performance shares (“AGA”) ® and/or share subscription and/or purchase
options (“SOP”) @, or via multi-annual compensation indexed to the UBISOFT Share price.

Guarantee the
competitiveness of total
compensation @

The CNRG ensures that the total compensation of executive corporate managing officers is
competitive. To assess this competitiveness, compensation studies are regularly carried out
based on a stable and coherent panel.

Consistency with the
compensation policy
within the Group

The CNRG ensures that the compensation policy for executive corporate managing officers
is assessed in a consistent way with the compensation components for Group employees.
In this respect, the CNRG is responsible, on the one hand, for providing information on the
general compensation policy for the executive management teams - including the Executive
Committee - and, on the other hand, analyzing the equity ratios (see pages 2 and 3) given
the level of compensation of the Company’s executive corporate managing officers
compared to the average and median compensation of employees.

Thus, the structure and philosophy for the teams' long-term compensation plans, the ratio of
compensation for men and women, and the change in equity ratios presented above are
among the topics of in-depth discussion.

(1) Compared to practices in companies with comparable performance to UBISOFT group, while respecting a principle of moderation.

(2 Pursuant to the provisions of articles L. 225-197-1 et seq. and L. 22-10-59 et seq. of the French commercial code and subject to approval by the
AGM

(3 Pursuant to the provisions of articles L. 225-177 et seq. and L. 22-10-56 et seq. of the French commercial code and subject to approval by the
AGM

The Board decided to provide for the option of derogating “in exceptional circumstances, [...], from the

application of the compensation policy if this derogation is temporary, in accordance with corporate

interest and necessary to guarantee the Company’s sustainability or viability”, in accordance with the

provisions of article L. 22-10-8, Ill, paragraph 2 of the French commercial code, if these exceptional

circumstances:

- are proven to result from external events that are outside of the Company’s control and/or decisions;
- may have an impact on Indicators predefined prior to such circumstances; and
- if the Company has made every effort to reduce the impacts on the said Indicators, if applicable.

It is understood that if such a derogation is used by the Board, the modifications will be made public after
the Board's meeting that approved them and these modifications must preserve the alignment of
shareholder interests with those of the executive corporate managing officers.

-11 -
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UBISOFT
TOTAL COMPENSATION STRUCTURE OF THE CHAIRMAN AND CHIEF EXECUTIVE OFFICER

30

ANNUAL FIXED
3 COMPENSATION

60% ANANCIAL CONDITIONS

60% Positioning of Ubisoft TSR compared
to the TSR of the NASDAQ

Composite Index -—O Annual fixed
0% NON-FINANCIAL CONDITIONS compensation

20% Growth in tha nember of Monthly
Active Users (MAU)
20% Reduction in carbon intensity (CSR)

30%

80% FINANCIAL CONDITIONS
® 60% Non-1FRS Group EBIT
20% Group Net Bookings Digital

VARIABLE
20% NON-FINANCIAL CONDITIONS
COMPENSATION 20% Respect and quality of ife

at work |"CSR)

COMPONENT OF THE COMPENSATION OF THE CHAIRMAN AND CHIEF EXECUTIVE OFFICER

Annual fixed compensation x + Supplementary pension scheme
Long-term variable compensation + Severance payment
Annual variable compensation + Non-compete indemnity

+ Compensation granted in respect + Exceptional compensation

of the term as director

In line with the five compensation pillars above, and the Group’s entrepreneurial culture, mission and
ambition to develop its leadership position in its market, the structure of total compensation of the CEO is
based on a significant portion of variable components, while maintaining a coherent and competitive level of
total compensation.

The CNRG also recommended that the Board maintain the structure of the CEQ's total compensation, as
well as the weight of the Indicators inherent in the annual variable compensation and long-term variable
compensation, set in respect of FY21 for the following three financial years (FY22, FY23 and FY24),
excluding any derogations expressly stipulated in the compensation policy covered on page 11, in
accordance with article L. 22-10-8, Ill. paragraph 2 of the French commercial code.

The CNRG ensures that the total compensation of the CEO is competitive. To assess this competitiveness,
compensation studies are regularly carried out based on a stable and coherent panel. This panel comprises
European (mainly French) companies, operating in sectors or industries where the economic, technological
and competitive challenges are similar to those of the Group, as set out below:

ALTEN COMPUTACENTER DASSAULT SYSTEMES EDENRED

FLUTTER ENTERTAINMENT ILIAD INFORMA INGENICO

IPSOS JCDECAUX LOGITECH METROPOLETYV - M6
OCADO GROUP PLC SAGE GROUP SCHIBSTED ASA-CL A TECHNICOLOR
TELE2 TF1 UNITED INTERNET WORLDLINE

The CNRG, supported by an external partner, thus selected leisure, media and high-tech industry
companies.

The panel constituted has the following characteristics:

¢+ median sales (€2,411 million for the study carried out in 2020);
+ median stock market capitalization (€7,780 million for the study carried out in 2020);
¢+ median headcount (10,076 team members for the study carried out in 2020).

The comparison panel which serves as a benchmark to establish the first quartile and the median of the
market (respectively the “First Quartile of the Market” and the “Market Median”) is reassessed during each
new compensation study in order to take into account any changes in the structure and businesses of the
companies in it, and the change in the Group’s indicators.

-12 -
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Total compensation aims to be positioned at the Market Median if the performance conditions set for the
annual and long-term variable compensation are met, with the portion of fixed compensation remaining
below the Market Median. This positioning for total compensation at the Market Median and in particular
with long-term compensation being the larger element, is justified by the growth and transformation of the
Group over the last few years that has placed UBISOFT among the industry’s leaders. Although the CNRG
noted a negative difference of 3 points in FY21 between the level of total compensation of the CEO and
the median total compensation of the executive corporate managing officers of French and international
companies with a comparable profile to the Group, it recommended that the target total compensation of
the CEO remain unchanged for FY22, in order to take into account the context of the Covid-19 crisis,
which led in particular to Far Cry 6 and Rainbow Six Extraction being postponed to the next financial year,
and subsequently to the Group's financial objectives being updated.

TOTAL COMPENSATION STRUCTURE OF THE EXECUTIVE VICE PRESIDENTS

» 50%
VARIABLE ANNUAL FIXED
COMPENSATION COMPENSATION
-
—<
E0% ANANCIAL CONIATIONS
0% Pasitioning of Ubisodt TSR
comparad 1o he TSR of the
NASDAQ Compasing Index
0% NON-FINANCIAL CONDITIONS
20% Growth in the number of
Monthly Actve Usars (MAL)
20% Redocton in carbon intensity CCSRY)
© OF THE © TION OF THE EXECUTIVE VICE PRESIDENTS
Aromal fived compensation + Supplementary pension schemne
Long-ter= variable compensatica + Severance payment
Compeasation granted i respect « Non-compete indenmity
of the term as director « Anoal vanable compensation
+ Excepticoal compensation

In line with the aforementioned five compensation pillars and the objectives of the compensation policy,
the Board, upon the proposal of the CNRG, defined the structure of compensation for the EVPs, notably
by ensuring the consistency of this policy with the principles listed in the Afep-Medef Code and the
coherence of the total compensation with that of the CEO. The CNRG ensures the competitiveness of the
total compensation of the EVPs by referring to regular compensation studies.

Annual fixed compensation for the CEO and the EVPs
(the “Fixed”)

The annual fixed compensation reflects the responsibilities, experience and skills of the executive
corporate managing officer. Its amount is set by the Board when the person is appointed and/or their term
of office is renewed and is regularly reassessed to ensure that the positioning takes into account changes
in the market, based on compensation studies and the Group’s results.

The CNRG takes into account the components of the compensation study and the Group’s results and
ensures that the fixed compensation is positioned between the First Quartile and the Market Median.

For information, it is stipulated that following the decision to maintain the target total compensation of the
CEO as hereabove detailed, it was decided that the annual fixed compensation of CEO for FY22would
still remain unchanged, i.e. €584,824 (corresponding to the one approved for FY20).

The fixed compensation of EVPs is determined taking into account their responsibilities and experience
in the role and in the Company’s area of business, as well as their years of service in the Group.

For information, it is stipulated that in view of the context associated with the Covid-19 crisis and, while
mindful of ensuring that the competitiveness of the total compensation is guaranteed over the long-term,
the Board decided, on the recommendation of the CNRG, that the annual fixed compensation of the EVPs
for FY22 would also remain unchanged, i.e. €65,621 (corresponding to the one approved for FY19).

-13 -
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Annual variable compensation - CEO (not applicable to EVPS)

The annual variable compensation is aligned with the Group's performance and is designed to encourage
the proper execution of the Business Plan each year. As such, the annual variable compensation applies
only to the CEO who, assisted by the Executive Committee, is in charge of Group operational management.
The compensation policy applicable to the EVPs takes into account the specificities of the Group's
shareholding structure and their particular role within the G5 alongside the CEO, and their greater
contribution to strategic thinking and the creation of long-term value. In line with this role, the EVPs do not
receive any annual variable compensation.

The annual variable compensation allocated to the CEO is determined in accordance with the principles
set out above and is expressed as a percentage of his fixed compensation.

The target value for annual variable compensation corresponds to around 30% of the total compensation
for the CEO, i.e. 100% of fixed compensation with a maximum of 150% of the fixed compensation.

Annual variable compensation is linked to Indicators deemed financial or non-financial. As a reminder or
for information, the following Indicators are applied in respect of:

Non-IFRS Group EBIT in value Non-IFRS Group EBIT in value 60%
Group Net Bookings Digital ) Group Net Bookings Digital 0%
Player protection (CSR) ) Respect and quality of life at work (CSR) ) 0%

(1) Payment conditional on the “Individual Ex Post” vote by the 2021 AGM (article L. 22-10-34, Il of the French commercial code) - see pages 4 and 5

(2 Payment conditional on the “Individual Ex Post” vote by the 2022 AGM (article L. 22-10-34, Il of the French commercial code)

() Corresponds to digital sales restated for the services component and including unconditional amounts related to license agreements recognized independently of the achievement
of performance obligations

)  On the proposal of the CSR Committee and the CNRG, the Indicator previously relating to player protection and the related sub-indicators have been replaced by an Indicator
relating to respect and quality of life at work. The player protection objectives enabled several functionalities to be introduced, some of which have been systematized, such as
the implementation of a reputation-sanction system in our online PC games as well as an “age gate” in our Mobile games, thus ensuring our players have a protected environment
for a positive experience. These changes are now an integral part of our production processes, demonstrating the importance that the Group will continue to place on this subject.
Moreover, the social context of summer 2020 has highlighted the importance of strengthening respect and quality of life for teams at work. The Group has thus built an action
plan comprising a series of initiatives providing concrete responses to the situation and ensuring a more inclusive work environment for all team members. The Board selected
an Indicator to assess the implementation of this action plan, comprising 3 major axes: listening to teams, training managers and employees in ‘respect at work” and assessing
team members on the exemplary nature of their behavior.

Systematically constructed so as to be measurable, the financial and non-financial Indicators have
demanding targets in line with those of the Group's value creation. It is specified that, for each Indicator, no
annual variable compensation will be paid if:

e achievement of performance conditions is less than 80% for financial Indicators; and
e the minimum threshold is not achieved for non-financial Indicators.

Furthermore, annual variable compensation is capped at 150% of fixed compensation, thereby enabling

outperformance to be compensated within a defined framework. Annual variable compensation follows a

tiered increase up to the target and then increases proportionally between the target and the maximum,

encouraging any performance beyond the target by compensating it fairly.

For each Indicator, the payment of the annual variable compensation follows the following framework:
Performance conditions

<1st Threshold 1st Threshold 2 Threshold Target Maximum

Non-IFRS Group EBIT (in € millions) <TBD = TBD and < TBD 2 TBD and < TBD TBD ™ TBD
As % of target for this Indicator <80% = 80% and < 90% = 90% and < 100% 100% 125%
Annual variable compensation 0% 18% 30% 60% 90%
as a % of the Fixed % of payment defined by tier % of payment defined proportionally
gg‘é“r‘:]imgr“g°°k'"gs 2lefiz] <TBD >TBDand<TBD = TBD and<TBD TBD TBD
As % of target for this Indicator < 80% 2 80% and < 90% = 90% and < 100% 100% 125%
Annual variable compensation 0% 6% 10% 20% 30%
as a % of the Fixed % of payment defined by tier % of payment defined proportionally
Respect and quality of life at work (“CSR”) <70% = 70% and < 80% = 80% and < 85% 85% @ 100%
Annual variable compensation as a % of the 0% 6% 10% 20% 30%
Fixed % of payment defined by tier % of payment defined proportionally

0% 30% 50% 100% 150%

() The target corresponds to the objectives announced by the Group in its press release issued at the beginning of each financial year
() The target corresponds to the aggregate, in the form of an average, of the results of each of the sub-indicators in terms of headcount coverage, participation rate or achievement
of a deliverable at March 31 of the financial year ended

Annual variable compensation is aligned with the Group’s economic performance. The financial Indicators
selected are designed to reflect the achievement of the Business Plan each year. The non-financial
Indicators enrich this view and take into account the achievement of the strategic choices required for the
growth of UBISOFT, including in particular the environmental and/or societal challenges the Group faces.
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Long-term variable compensation

The long-term variable compensation, which aims at ensuring a sustainable and solid value creation, is
directly aligned with the interests of shareholders and the achievement of performance conditions
consistent with the Group’s strategic plan.

It may consist in the grant of instruments such as AGA and/or SOP (“Share Plans”) or a payment in cash
as part of multi-annual variable compensation plans (“Multi-Annual Compensation”).

Irrespective of the mechanism, it is linked to stringent performance conditions to be met over a period of
several consecutive financial years or calendar years, it being understood that the Multi-Annual
Compensation is only intended to be put in place in the event that Share Plans cannot be granted.

Achievement of the performance conditions is assessed over a minimum period of three consecutive
financial years or calendar years conditioning the vesting/payment of the long-term compensation. The
performance conditions assessed over three consecutive financial years or calendar years allow to directly
align the dilution connected to the acquisition of the AGA and SOP to be aligned directly with the value
creation for the shareholder. The Share Plans are definitively vested after a minimum vesting period of four
years ®, Vesting/payment is also conditional upon remaining in office as a executive corporate managing
officer.

Pursuant to articles L. 225-185 and L. 225-197-1 of the French commercial code, and in accordance with
the provisions of the Afep-Medef Code, the Board sets the number of shares stemming from the exercise
of SOP or the vesting of AGA that the executive corporate managing officers are required to hold in
registered form until the end of their term of office in the Group.
This percentage is set by the Board, on the recommendation of the CNRG, when implementing new SOP
or AGA plans in favor of executive corporate managing officers.

The executive corporate managing officers do not use hedging instruments for Share Plans.

The objective is to grant long-term variable compensation for each financial year that, in the event of
achievement of the performance conditions set, would align the overall compensation package with the
Market Median.

Following the proposal by the CNRG, the value of the annual grant of long-term variable compensation,
estimated at the allocation date (accounting valuation), in the form of Share Plans or Multi-Annual
Compensation, represents around 40% of the total compensation of the CEO, i.e. 133% of the fixed
compensation.

Following the proposal by the CNRG, the value of the annual grant of long-term variable compensation,
estimated at the allocation date (accounting valuation) in the form of Share Plans or Multi-Annual
Compensation, represents around 50% of the total compensation of the EVPs, i.e. 100% of their fixed
compensation.

The performance Indicators and their implementation as set out below

are an integral part of the 27t resolution submitted to the vote of the 2021 AGM
“Authorization to the Board to allocate UBISOFT shares free of charge to the Company’s executive corporate managing officers”

As a reminder or for information, the following Indicators are applied in respect of:

Positioning of UBISOFT TSR compared to the TSR of the Positioning of UBISOFT TSR compared to the TSR of the
NASDAQ Composite Index NASDAQ Composite Index

Growth in the Number of Monthly Active Users (MAU) Growth in the Number of Monthly Active Users (MAU)
Increase in the gender diversity of teams (‘CSR”) (%) Reduction in carbon intensity (‘CSR”) (

() On the proposal of the CSR Committee and the CNRG, the Indicator previously relating to the increase in the gender diversity of teams has been
replaced by an Indicator of the reduction in UBISOFT's carbon intensity. For the previous financial year, particularly attentive to the issues of inclusion
and diversity within its teams, the Board had set an objective of 24% women in its teams by 2023, with the intention of accelerating the dynamic on
this major challenge. This resulted in an increase in the proportion of women in the teams of 1.5 point in FY21 alone. Based on the proposals made
by the CSR Committee, the Board has chosen to replace it with an Indicator relating to the environmental impact linked to UBISOFT's activities, an
issue whose criticality has accelerated with the multitude of ecological disasters and the growing attention of public institutions, investors, consumers
and teams. This change makes it possible to include an ambitious strategic vision for environmental challenges in the long-term variable
compensation of the CEO.

For each Indicator, the vesting of long-term variable compensation will be by tier according to the following
framework:

< 50t percentile 2 50t and < 60t percentile > 60t percentile
Positioning of UBISOFT TSR compared to the 0% of the allocation 50% of the allocation 100% of the allocation
TSR of the NASDAQ Composite Index (60%) for this Indicator for this Indicator for this Indicator

@ For AGA, the vesting date corresponds to the date of delivery of the shares and for SOP, to the date on which the exercise rights are opened
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o 2 80% and < 90% 290% and < 100% Target not
<80% of the target of the target of the target communicated ¢
Growth (% in the Number of Monthly 0% of the allocation 30% of the allocation 50% of the allocation 100% of the allocation
Actlve Users (MAU) @ (20%) for this Indicator for this Indicator for this Indicator for this Indicator

Growth is measured using the average annual growth rate between the average MAU during the financial year prior to the allocation and the
average MAU during the financial year prior to the vesting/payment of the long-term compensation.

MAU: the number of single players that over a month have had a minimum of one gaming activity on any type of game published by UsisorT on
any platform (PC, console) with the exception of Mobile.

The details of the expected, set and precisely defined level of achievement cannot be disclosed without revealing confidential information about
the Group’s strategy. It is recalled that the target objective is demanding and in line with the Group’s value creation objectives.

c

<80% and > 90% <90% and > 100%
0 .8 90,
> 80% of the target of the target of the target S-8.8% 0
Reduction in carbon intensity (“CSR”) 0% of the allocation 30% of the allocation 50% of the allocation 100% of the allocation
(20%) for this Indicator for this Indicator for this Indicator for this Indicator

" In order to define the target, the CSR Committee took into consideration the objectives integrated into the carbon neutral by 2030 plan, in particular:
Reach 100% renewable energy (73.5% in 2020)
- Reduce business trips by at least 20%
- Increase the lifespan of IT equipment by 1 to 2 years and steer the purchasing process towards lower carbon supply
Reduce UBISOFT's electrical consumption by improving the adaptation of sites to new ways of working

- Reach a share of 68% of units sold in digital format (48% in 2019)

COMPENSATION THAT MAY BE GRANTED TO THE CEO AND EVPS
IN RESPECT OF THE OFFICE AS DIRECTOR
The CEO and the EVPs may also be allocated compensation in respect of their terms as directors,

comprising a fixed portion (40%) and a variable portion related to attendance (60%), and/or as President
and/or member of a committee (see below).

OTHER COMPONENTS OF COMPENSATION

The executive corporate managing officers do not benefit from any other components of compensation in
respect of their duties, such as:

= supplementary pension scheme,
= severance payment,

= non-compete indemnity,

= exceptional compensation;

it being recalled that the EVPs do not receive annual variable compensation.
COMPENSATION POLICY OF THE CORPORATE OFFICERS (DIRECTORS)
Resolution 13

PRINCIPLES

COMPENSATION ALLOCATED IN RESPECT OF THE OFFICE (L. 225-45 AND L. 22-10-14 OF THE FRENCH

COMMERCIAL CODE)

Maximum amount of €750,000 @ (AGM 09/22/17)

@

Fixed © Variable according to attendance (“A”)
40% (€16,000/year) 60% (€24,000/year)
50% in September (€8,000)
Compensation for thle' period April 1 to September 30 A5 0!’2/:1 ; dsgo/;s'o /°€9 €12,000
50% in March (€8,000) If A= 75% — €24.000
Compensation for the period October 1 to March 31 '

Fixed Variable Fixed Variable Fixed Variable Members | Lump sum ©
President ) Members ) President ) Members ) President ) @ @
€2,500 per meeting . €1,500 per meeting
€15,000 (capped at 4 meetings €10,000 © €2(’15(1% per Teetlng Fy €5,000 (capped at 4 meetings €lf£Y00
per FY) (capped at 4 meetings per ber FY) p

Every year, the CNRG assesses whether the amount is appropriate to the number and duration of meetings of the Board and its committees, as well as to the number of directors
and/or members of the committees.

Applicable to all directors (including the directors representing employees and the director representing employee shareholders)

Board meeting of 04/09/20: Decision to no longer pay in advance the fixed component of compensation allocated to directors, or the lump sum compensation allocated to the
lead director

@ Ona pro rata basis during the financial year from the date of the said appointment

Board meeting of 07/01/20: Fixed compensation of the President of the CNRG raised to €10,000 with retroactive effect from 04/01/20 (Addition of governance aspects to the
Committee's missions)

EXCEPTIONAL COMPENSATION (L. 225-46 AND L. 22-10-15 OF THE FRENCH COMMERCIAL CODE)

The Board may also allocate exceptional compensation for missions or duties entrusted to its members.

Directors do not receive any other compensation in respect of their duties.
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RATIFICATION OF THE CO-OPTION OF AN INDEPENDENT DIRECTOR

RENEWAL OF THE TERMS OF OFFICE OF FIVE DIRECTORS
Resolutions 14 to 19

With regard to the recommendations made by the CNRG, the Board periodically reviews the desirable
balance for its composition and that of its committees, in particular in terms of diversity.

The Board strives in particular to maintain a good balance between directors with long-standing
knowledge of the Group and more recently appointed directors, while at the same time ensuring a
balance in terms of gender as well as between the number of independent directors and founders.

The CNRG also endeavors, at each renewal and/or appointment, on the one hand, to identify profiles with
skills and expertise matching the strategy of the UBISOFT group and, on the other hand, to ensure, in
accordance with the recommendations of the Afep-Medef Code to which the Company refers, that renewal
of terms of office is staggered.

As such, in accordance with the recommendations of the CNRG, it is proposed to:

ratify the appointment as an independent director, on December 8, 2020, by co-option under article L.
225-24 of the French commercial code, of Belén ESSIOUX-TRUJILLO, to replace Virginie Haas, who
resigned following her appointment as Group Chief Studios Operating Officer, for the remainder of the
term of office of the latter (until the close of the 2023 AGM) (14" resolution),

renew the terms of office of:

vMrs. Laurence HUBERT-MOY, as an independent director, for a term of four years (until the close of
the 2025 AGM) (15™ resolution),

vMr. Didier CRESPEL, as an independent director, for a term of two years in order to harmonize the
duration with the term of his office as lead director (until the close of the 2023 AGM) (16" resolution),

v'Mr. Claude GUILLEMOT, as a director, for a term of three years (until the close of the 2024 AGM) (17"
resolution),

v'Mr. Michel GUILLEMOT, as a director, for a term of four years (until the close of the 2025 AGM) (18"
resolution),

v'Mr. Christian GUILLEMOT, as a director, for a term of four years (until the close of the 2025 AGM)
(19t resolution).

These renewals and/or ratification of appointments will enable the Board to continue to benefit from
their personal skills and expertise, in line with the strategy of the UBISOFT group:

Belén Essioux- Laurence Didier Claude Michel Christian
TRUJILLO HuBERT-Moy CRESPEL GUILLEMOT GUILLEMOT GUILLEMOT
= |nternational = |nternational = International = UBISOFT business = UBISOFT business =UBISOFT business
experience experience experience lines lines lines
= Talent = Technology = Finance/Audit = International = |nternational =|nternational
management = CSR = Talent management experience experience experience
= Technology = Technology =Finance/Audit
= Finance/Audit

Their respective biographies are set out in [ANelelclle [P,

RATIFICATION OF THE TRANSFER OF THE COMPANY’S REGISTERED OFFICE
(Resolution 20)

It is proposed, in application of article L. 225-36 of the French commercial code, to ratify the transfer of
the Company's registered office to CARENTOIR (56910) - 2, rue du Chéne Heleuc 1, effective as from
January 1, 2021 further to the Board’s decision, including the subsequent modification to article 2

“Registered office” of the articles of association.

! Previously in RENNES (35200) - 107, avenue Henri Fréville
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SHARE BUYBACK PROGRAM AND CANCELLATION OF TREASURY SHARES
Resolutions 21 and 22
SHARE BUYBACK PROGRAM
Resolution 21

The authorization to buy back Company’s shares, granted to the Board for a duration of 18 months by the
2020 AGM will expire on January 1, 2022; you are asked to renew it now in accordance with the provisions

of articles L. 22-10-62 et seq. of the French commercial code and 241-1 et seq. of the Autorité des
Marchés Financiers ("AMF") General Regulation (215t resolution).

The authorization submitted for your approval, which the Board may not use during public offering periods,
is presented below:

Characteristics of the securities which may be repurchased: ordinary shares of the Company, listed
on EURONEXT PARIS, Compartment A, ISIN code FR0000054470

Maximum percentage of the share capital and maximum number of securities liable to be
repurchased: 10% of the total number of shares comprising the share capital on the repurchase date —
i.e. as aquide:

Shares to be acquired —
Treasury shares 2021 share buyback

10 % of the share

Share capital capital

04/30/21

927,419 shares 11,430,188 shares
123,576,079 shares 12,357,607 shares i.e. 0.75% i.e. 9.25%
of the share capital of the share capital

Maximum purchase price: €120, or a maximum of €1,482,912,840 based on the share capital as at April
30, 2021 or taking into account the number of shares held at this same date by the Company as referred
to hereinabove, €1,371,622,560.

Objectives:

= to ensure the liquidity and activity of UBISOFT ENTERTAINMENT SA share using an investment services
provider acting independently under a liquidity agreement in accordance with the AMF Decision no.
2018-01 of July 2, 2018,

= to meet the obligations related to the share purchase option or free share grant programs, or carry out
all other allocations or transfers of shares for the benefit of employees and/or executive corporate
managing officers of the Group or for the benefit of some of them, notably as part of all Company
and/or Group savings schemes, or profit sharing, or to allow coverage of an employee share ownership
offering structured by a bank, or by an entity controlled by such an establishment under the meaning
of article L. 233-3 of the French commercial code, taking place at the Company’s request,

= for retention for delivery at a later date in exchange or as payment for external operations up to a limit
of 5% of the existing share capital,

= to deliver them upon the exercise of rights attached to securities representing debt securities giving
access, by any means, immediately and/or at a future date, to the Company’s share capital through
redemption, conversion, exchange, presentation of a warrant or any other means,

= to cancel in whole or in part any shares repurchased under the conditions defined by law, subject to
the adoption of the 19™ resolution by the AGM,

= toimplement all recognized market practices or practices that may come to be admitted by law or AMF
and, more generally, to complete all transactions in compliance with current legislation.

Duration of authorization: 18 months from the AGM.

Please refer to for the current authorization.

Resolution 22
You are also asked to renew the authorization granted to the Board to cancel all or part of the treasury
shares held by the Company in respect of its share buyback programs, up to 10% of its share capital per
24 month period, by carrying out a correlative reduction in its share capital and by charging the difference

between the purchase price of the cancelled shares and their nominal value against additional paid-in
capital and available reserves (22" resolution).

It is specified that no share held by the Company was cancelled in respect of the financial year just
ended.

EMPLOYEE SHARE OWNERSHIP
Resolutions 23 to 27

These resolutions are subject to shareholders’ approval as part of employee share ownership. They aim
to allow UBISOFT to continue to offer its employees competitive packages compared to those offered by
other companies in the sector, notably American companies (ACTIVISION, ELECTRONIC ARTS, TAKE-TWO...).
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The Board remains convinced that offering the Group’s employees part of their overall compensation in
Company’s shares contributes to aligning shareholder and employee interests. For the Group, itis also a
means of encouraging the long-term commitment of its teams and retaining the most creative talents by
maintaining a direct link between their level of compensation and the performance of the UBISOFT share.

This is all the more important today as the development of the Group’s production force, which is
necessary given the growth opportunities, takes place within a context of strong competitive pressure on
the most experienced teams in the industry.

These long-term benefits are, therefore, an integral part of a strategy to promote:

1. the recruitment of the best profiles;

2. the retention of the most creative talents and key skills; and

3. the motivation of employees whose level of compensation is related to the Group’s success.
However, the Board is also committed to maintaining the dilutive impact of these benefits offered to
employees within reasonable proportions that comply with market standards, in its shareholders’ interests.
The Board intends to comply with a burn rate of at most 1.50% per financial year (for AGA and share
subscription and/or purchase options (“SOP”) plans).

The dilutive impact of the AGA and SOP plans as at March 31, 2021 is as follows:

Number of Potential
Free share grants potential shares dilution
Attendance and/or performance conditions 2,601,630 2.06%

Number of potential

Share subscription options Potential dilution

shares

Plans 32, 33, 34, 35, 36, 38, 39, 40, 41, 42, 43,44, 45,

Open and not open 46 and 47 1,485,157 1.19%

The total burn rate over the last 3 financial years is of 1.06%.

Three resolutions (234, 241 and 25" resolutions) are submitted for your approval to allow the Board the
option of offering UBISOFT group employees in France and abroad the possibility of subscribing to
Company’s shares at preferential conditions, in order to involve them more closely in the Company’s
development.

The use made of all or part of these resolutions is indicated in [Nl L.

We remind you that pursuant to the provisions of article L. 225-129-6 of the French commercial code, any
decisions to increase the share capital by cash contribution are submitted to the AGM, which is asked to
approve a draft resolution concerning a capital increase reserved for members of a company or group
savings plan ("PEG") (23" resolution). Consequently, and insofar as you are asked to approve the share
capital increases by cash contribution in respect of the 24t and 25" resolutions, you are asked to approve
a resolution to increase the share capital reserved for members of a PEG.

These resolutions are identical, in their formulation, to the corresponding resolutions approved by the
2020 AGM.

These resolutions are intended to be used to implement one or several classical and/or leverage effect
employee share ownership operation(s) allowing beneficiaries taking part in the operation to benefit for
each share financed by them and/or by contribution from the Company and/or their employer from a
guarantee of the initial investment and a percentage of any increase up to a number of shares to be set
by the Board.

The issue price for the new shares would be at least equal to the average of the listed prices for Company
shares on EURONEXT PARIS during the twenty trading days preceding the day of the Board’s decision
setting the opening date of the subscription period (23, 24t and 25 resolutions) or the Company’s share
price on the date of the Board’s decision setting the opening date of the subscription period (24"
resolution), possibly reduced by a maximum discount of 15%.

All of these three resolutions would concern an overall ceiling of 1.50% of the share capital on the date of
the implementation decision by the Board and will take effect at the end of the employee shareholding
plan in progress referred hereafter.
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The maximum nominal amount of the share capital increases resulting from issues of ordinary shares by
virtue of these resolutions will be deducted from the overall maximum of €4,000,000 set under the 30t
resolution of the 2020 AGM.

It is recalled that the Board during its meetings of February 10 and April 7, 2021 decided to launch a new
employee share ownership operation in France and abroad through:

(i) onthe one hand, a disposal of treasury shares reserved for UBISOFT group company employees who
are members of the UBISOFT group’s savings plans ("PEG") via a collective company investment fund
("FCPE" - fonds commun de placement d’entreprise), in accordance with the provisions of article L.
3332-24 of the French labor code (BULGARIA, GERMANY, FINLAND, FRANCE, INDIA, ROMANIA, SERBIA,
SINGAPORE, UNITED ARAB EMIRATES and UNITED KINGDOM); and

(i) onthe other hand, capital increases reserved for employees outside of a PEG (CANADA, CHINA, ITALY,
JAPAN, PHILIPPINES, SPAIN, SWEDEN and UNITED STATES) including the grant of stock appreciation
rights, pursuant to the 26" and 27t resolutions of the 2020 AGM.

Capital increase as part of a PEG
— Resolution 23 -

This resolution aims to authorize the Board to carry out capital increases for the benefits of members of
one or several Company or Group savings plans (23" resolution). This resolution, which may be used to
implement leverage effect offers as part of a Company employee share ownership offering via a collective
company investment fund ("FCPE"), would have a legal duration of twenty-six months.

As at March 31, 2021, employee share ownership, via PEGs, represented 4.2% of the Company’s share
capital. This plan is a motivating investment for the teams as it develops their entrepreneurial spirit.

Capital increases outside of PEGs
— Resolution 24 —

This resolution aims to allow, for a duration of 18 months, the implementation of share capital increases
reserved for employees outside of one or several Company or Group savings plans, but with an equivalent
lock-up period, in countries where legal and/or tax difficulties and/or uncertainties would make difficult or
uncertain the implementation of leverage effect formulas via a FCPE and for which it would be preferable
to implement alternative formulas to those offered to members of a Company or Group savings plan (24®
resolution).

Capital increase for the benefit of financial institutions within the exclusive framework
of an employee share ownership offering
— Resolution 25 —
This resolution, for a duration of 18 months, which may only be used as part of an employee share
ownership offering, is a complementary resolution to the 24t resolution.
The implementation for the benefit of certain employees of alternative formulas (24" resolution) to those
offered to members of one/several Company or Group savings plans (23 resolution) may require the

completion of share capital increases, with waiver of preferential subscription rights, for the benefit of
financial institutions called upon to take part in the structuring of the employee share ownership offering.

In order to pursue its policy of motivation and involvement of employees for the Group’s development, the
Board, upon the proposal by the CNRG, will submit for approval by the 2021 AGM, two resolutions for a
duration of 38 months each, authorizing the Board to proceed with the implementation of AGA plans subject
to performance condition(s), existing or to be issued, for the benefit, firstly, of employees of the Group,
including the members of the Executive Committee (26" resolution), and secondly, of the executive
corporate managing officers of the Company (271" resolution), pursuant to the provisions of articles L. 225-
197-1 et seq. and L. 22-10-59 et seq. of the French commercial code.

The Board intends to comply with a burn rate of at most 1.50% per financial year (for both AGA and SOP
plans).
The number of AGA which could be granted by the Board to employees as well as all or part of the

members of the Executive Committee pursuant to the 26™ resolution may not exceed 2% of the number
of ordinary shares existing on the day of the allocation decision by the Board.

Moreover, the definitive allocation of AGA to members of the Executive Committee would be subject to
the achievement of performance conditions assessed over a minimum period of three (3) calendar or
financial years, these performance conditions being aligned with the executive corporate managing
officers, ’ ones, i.e.:
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- the positioning of the total shareholder return of the UBISOFT ENTERTAINMENT SA share (the “UBISOFT
TSR”) in relation to the TSR of the companies of the NASDAQ Composite Index, assessed over a
minimum period of three years, with vesting by tiers defined below:

< 50" percentile 2 50" and < 60" percentile > 60" percentile
0% of the allocation 50% of the allocation 100% of the allocation
for this Indicator for this Indicator for this Indicator

- the growth in the number of Monthly Active Users (MAU) assessed over a minimum period of three
financial years, with vesting by tiers defined below:

< 80% 2 80% and < 90% 290% and < 100% Target not communicated
of the target of the target of the target
0% of the allocation 30% of the allocation 50% of the allocation 100% of the allocation
for this Indicator for this Indicator for this Indicator for this Indicator

- a “CSR’” performance indicator (Reduction of the Group’s carbon intensity) assessed over a minimum
period of three financial years, with vesting by tiers defined below:
<80% 280% and < 90% 2 90% and < 100%

of the target of the target of the target Target
0% of the allocation 30% of the allocation 50% of the allocation 100% of the allocation
for this Indicator for this Indicator for this Indicator for this Indicator

The weight of each indicator will be determined according to the activity and/or position of the Executive
Committee member concerned.

Furthermore, the definitive allocationof the AGA will only take place after a period of at least four (4) years.
The Group undertakes to disclose the achievement of the performance conditions in the URD to be
published in respect of the FY during which the vesting date occurs.

The 27 resolution, would allow the Board to grant AGA to the Company’s executive corporate managing
officers up to a maximum of 0.10% - to be deducted from the maximum of 2 % set by the 26™ resolution
it being specified that the Company’s executive corporate managing officers may not be granted SOP for
the unused portion of the 29" resolution of the 2020 AGM. The main features of the plans that could be
implemented by the Board in virtue of the 27" resolution, including namely the detail of the conditions of
performance for the next FY, are stated hereinabove with the long-term variable compensation presented
within the frame of the policy of compensation of the executive corporate managing officers (see pages
15 and 16).

A statement of the plans (AGA and SOP) in force as at March 31, 2021 can be found in [N EIas.

POWERS
(Resolution 28)

You are asked to grant all necessary powers for the purpose of carrying out the formalities inherent to
ordinary and extraordinary resolutions submitted for approval by the AGM (28" resolution).
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PARTICIPATION IN MEETINGS OF THE BOARD AND ITS COMMITTEES (FY21)

Board of
directors
8 meetings
FY21
Yves Guillemot 100%
Claude Guillemot 100%
Michel Guillemot 100%
Gérard Guillemot 88%
Christian Guillemot 100%
Didier Crespel 100%
Laurence Hubert-Moy 100%
Florence Naviner 75%
Corinne Fernandez-Handelsman 100%
Belén Essioux-Trujillo 100% ©
John Parkes 100% @
Lionel Bouchet 100%
Anne Wiibbenhorst 100% ©
TOTAL 97%

@) President of the Committee

(6]

Audit Committee

5 meetings FY21

-22 -

100%
100%
80% @

93%

CNRG

6 meetings FY21

100% @

100%

100%

D Not including decisions (2) taken by written consultation pursuant to article 9 of Order no. 2020-321 of 03/25/20

3) One Board meeting out of eight held between the date of appointment and/or election and 03/31/21
*) Five Board meetings out of eight held between the date of appointment and 03/31/21 ®

CSR Committee

4 meetings FY21

100% @

100%

100%

100%
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APPENDIX 1B
CHANGES TO THE BOARD AND ITS COMMITTEES (FY21)

Nomination End of term of office Renewal

Board
John Parkes (AGM 07/02/20) ®
Belén Essioux-Truijillo (Board 12/08/20) @

Frédérique Dame (AGM 07/02/20) Yves Guillemot (AGM 07/02/20)
Virginie Haas (12/01/20) Gérard Guillemot (AGM 07/02/20)

Anne Wilbbenhorst (Election 12/16/20) Florence Naviner (AGM 07/02/20)
Audit Committee

N/A N/A Florence Naviner (07/02/20) ©)
N/A Virginie Haas (09/01/20) @ N/A

CSR Committee

N/A N/A Gérard Guillemot (07/02/20) ©

(M Candidate proposed by the employee shareholders pursuant to the provisions of articles L. 225-23 and L. 22-10-5 of the French commercial code
and article 8.3 of UBISOFT's articles of association
@ Appointment by way of co-option following a vacancy (see ) subject to ratification by the 2021 AGM pursuant to article L. 225-24 of the French

commercial code

©) Election by the employees pursuant to the provisions of articles L. 225-27-1 and L. 22-10-7 of the French commercial code and article 8.2 of
UBISOFT's articles of association

) Termination of her position as a member of the CNRG with effect from 09/01/20 and resignation from her position as a director with effect from
12/01/20 following her appointment as Chief Studios Operating Officer

©) Continuation of her position as a member and President of the Audit Committee following the renewal of her term of office as a director by the 2020
AGM

() Continuation of his position as a member and President of the CSR Committee following the renewal of his term of office as a director by the 2020

AGM/Termination of his term of office as President of the CSR Committee with effect from 04/06/21
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APPENDIX 2

(Resolutions 14 to 19)

BIOGRAPHIES

DIRECTOR WHOSE CO-OPTION IS SUBJECT TO RATIFICATION BY THE VOTE OF THE
2021 AGM

: Experience in large international groups
Independent director Human resources management

Organizational transformation process

Spanish 1st appointment End of term Number of shares at  Number of offices held (listed companies): 1
55 years old (by co-option) @ 2023 AGM 03/31/21 UBISOFT ENTERTAINMENT SA
(director): 12/08/20 0

A Spanish national, holder of a master's degree in law (1989) and a graduate of the ICADE business school in Madrid, Belén Essioux-Truijillo started her
career with the Boston Consulting Group (BCG), where she spent two years. Belén Essioux-Trujillo then held several key positions in the field of human
resources in international companies: she headed up human resources for the European subsidiaries of the PSA group (1993-1998), she led career
development at Valéo Thermique Habitacle (1999-2000), and at Danone (2000-2004), she held successive positions as Director of Human Resources
Development in the Biscuits division and Group Director of International Mobility. She was also Director of Human Resources in the Hermes Industrial
division (2005-2008) and then of Hermeés Sellier (2008-2012). From 2012 to 2016, she was Director of Human Resources at Kering, a role which also
made her a member of the Executive Committee. Since 2019, Belén Essioux-Trujillo has held the position of Director of Human Resources in the
Professional Products division of L'Oréal. Belén Essioux-Truijillo brings to the UBISOFT Board her in-depth operating experience together with a vision
honed at major international companies, helping to successfully grow their teams and talents as well as to transform their organizations. Her expertise
and knowledgeable perspective on human resources will assist the Board's thinking on these subjects, which are of major importance to UBISOFT.

M Appointment by co-option following a vacancy (resignation of Virginie Haas as a director effective 12/01/20 following her appointment as UBISOFT's
Chief Studios Operating Officer) submitted to the 2021 AGM for ratification pursuant to article L. 225-24 of the French commercial code.

DIRECTORS FOR WHOM RENEWAL OF THEIR TERM OF OFFICE IS PROPOSED TO THE
2021 AGM

Technology and digital

Independent director _ : Modeling of environmental risks
President of the CNRG/Member of the Audit Committee Governance and strategic planning
French 1st appointment End of term Number of shares at Number of offices held (listed companies): 1
59 years old (director): 06/27/13 2021 AGM 03/31/21 414 UBISOFT ENTERTAINMENT SA

Laurence Hubert-Moy is a Professor at the University of Rennes. A member of the Scientific Programs Committee of the French Space Agency (Agence
Spatiale Francaise) since 2019 and of the French Air and Space Academy (Académie de I’Air et de I'Espace) since 2018, she chaired the Scientific
Earth Sciences Committee of the CNES (the French National Center of Space Studies) between 2013 and 2019. She is also the Scientific Manager of
the ENVAM Digital Campus, a French consortium of four universities and schools. From 2017 to 2020, she was a partner in the creation and development
of Kermap, a company that offers services to land development professionals based on the use of airborne and space data. In her current research
focusing on the processing of large datasets, she collaborates with scientists based in China and India. Laurence Hubert-Moy has sat on UBISOFT’s
Board as an independent member since 2013. She chairs the CNRG and is a member of the Audit Committee. Her scientific research and her interest
in big data analysis put R&D, innovation and the construction of open worlds at the heart of the agenda of UBISOFT’s Board. Laurence Hubert-Moy holds
a Ph.D. and completed post-doctorate studies at Boston University. She also holds a certificate in business administration from the IFA-Sciences Po
Paris.

! Finance
Independent lead director International experience
Member of the Audit Committee Strategy/Entrepreneurship
Mergers & Acquisitions
French 1st appointment End of term Number of shares at Number of offices held (listed companies): 1
59 years old (director): 11/20/13 2021 AGM 03/31/21 320 UBISOFT ENTERTAINMENT SA

Didier Crespel has over 30 years of experience as a senior financial manager and entrepreneur. He is the President of Crespel & Associates — a
consulting firm he founded in 2013 — that specializes in business strategy and equity investment. He is also the majority shareholder and President of
Mecamen, an industrial group. From 2000 to 2012, Didier Crespel was the Chief Executive Officer of Shapers, an international subsidiary of the Arkk
group listed on the Tokyo Stock Exchange. He contributed to the Group’s compliance by implementing the J-SOX regulations. From 1984 to 2000, he
served as Chief Financial Officer and then Chief Executive Officer of Valeo’s German subsidiary, where he supervised financial transactions, as well as
several major mergers and acquisitions. Didier Crespel has been sitting on UBISOFT’s Board as an independent director since 2013. He sits on the Audit
Committee, which he chaired until May 2018. His in-depth knowledge of finance and the Company’s strategy is a precious asset to help UBISOFT seize
new opportunities that arise. The Board also benefits from his entrepreneurial mindset and international experience to support the Company’s
diversification strategy and identify new opportunities. Didier Crespel is a graduate of the EDHEC Business School.
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Hardware technologies
International development

Executive Vice-President in charge of operations

Director
French 1st appointment End of term Number of shares at Number of offices held (listed companies): 2
64 years old (director): 02/28/88 2021 AGM 03/31/21 745,369 UBISOFT ENTERTAINMENT SA/

GUILLEMOT CORPORATION SA

Claude Guillemot is the Chairman and Chief Executive Officer of Guillemot Corporation, which specializes in audio solutions under the Hercules brand
and gaming accessories for PC, mobiles and consoles under the Thrustmaster brand. Since 1997, he has been in charge of the development of the
company that now markets these products in more than 140 countries, with the backing of several R&D, commercial and logistics centers in Europe,
Canada and China. Claude Guillemot co-founded UBISOFT in 1986. He sits on UBISOFT’s Board and is Executive Vice-President in charge of operations.
He provides entrepreneurial spirit to the UBISOFT Board, as well as his international experience of Asia, where he lived, and his in-depth knowledge of
gaming technologies for PCs, consoles and accessories. Claude Guillemot holds a Master's Degree in Economic Science from Rennes 1 University
(France) and an Industrial Computing Certificate from ICAM (Lille, France).

: : : : : IT
Executlve Vice-President in charge of development, strategy and finance Video game industry
Director Mobile industry
Finance
French 1st appointment End of term Number of shares at 03/31/2Number of offices held (listed companies): 2
62 years old (director): 02/28/88 2021 AGM 495,918 UBISOFT ENTERTAINMENT SA/

GUILLEMOT CORPORATION SA

With a passion for information technology, Michel Guillemot created Guillemot International Software in 1984. At the time, the company was positioned
in a niche segment — the distribution and import of video games — in which it rapidly became the French leader. In 1986, Michel Guillemot co-founded
UBISOFT with his brothers. In charge of the creation of UBISOFT’s studios, he took part in the Company’s first major production — Rayman. He then co-
founded Gameloft, which he steered toward the development of mobile games, and managed from 2001 to 2016. Under his leadership, Gameloft
experienced strong growth and became a major player in the global market. Michel Guillemot is now developing new companies specializing in artificial
intelligence (Al). He is a member of the UBISOFT Board and Executive Vice-President of development, strategy and finance. He brings to the Board his
in-depth knowledge of mobile games and the mechanisms to attract and engage a mass-market audience, as well as his expertise in all Al aspects. He
graduated from EDHEC business school and holds a degree (DECS) in accounting.

Administration

Executive Vice-President in charge of administration Finance and stock market transactions
Director
French 1st appointment End of term Number of shares at Number of offices held (listed companies): 2
55 years old (director): 02/28/88 2021 AGM 03/31/21 112,135 UBISOFT ENTERTAINMENT SA/

GUILLEMOT CORPORATION SA

Christian Guillemot is CEO of AMA Corporation Plc, a group he co-founded with his brothers in 2004. The AMA group is one of the world leaders in new
uses in the fields of telehealth and remote help using connected eyeglasses. With a passion for innovation, entrepreneurship and new technologies,
Christian Guillemot is actively involved in the creation of French Tech digital accelerators. He is also Chairman and Chief Executive Officer of Guillemot
Brothers Ltd, the family holding company of the Guillemot group. Christian Guillemot co-founded UBISOFT in 1986 with his brothers. He is a member of
the Board and Executive Vice-President in charge of Administration. He has overseen the creation, consolidation and integration of UBISOFT’s
international subsidiaries and played a key role in the Company’s stock market listing and in the Group’s defense strategies in this regard. With his in-
depth knowledge of new technological uses and his expertise in finance, accounting and legal matters, he is an essential voice on the Board. Christian
Guillemot graduated from the European Business School.
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APPENDIX 3

(Resolution 21)

SHARE BUYBACK PROGRAM IN FORCE AS OF 03/31/21

Legal framework

The 2020 AGM renewed the authorizations to the Board previously granted by the 2019 AGM allowing the Company, in
accordance with article L. 22-10-62 of the French commercial code, to purchase, on or off the market, a number of shares
representing up to 10% of the Company’s share capital on the purchase date, for the purposes stipulated by the Market
Abuse Regulation as well as market practices authorized by the AMF (the “Share buyback program(s)”).

The 2019 and 2020 AGM also authorized the Board to reduce the share capital by cancellation of the shares purchased
under the Share Buyback Programs. The Board did not use this authorization during FY21.

Situation at March 31, 2021

Percentage of own shares held directly and indirectly
Number of shares in portfolio ()

Portfolio book value €31,608,565.28
Portfolio market value @ €31,515,135.60
(1) Breakdown by purpose below

(2) Closing price at 03/31/21: €64.88 (Euronext source)

Number of shares held broken down by purpose at March 31, 2021 Number of shares

Purpose 03/31/20 03/31/21
To support the share price via a liquidity agreement (7 53,253 82,880
External growth acquisitions - -
Hedging of employee share ownership plans - 402,865-
Hedging of securities eligible for share allotment - -
Cancellation - -
TOTAL TREASURY SHARES HELD 53,253 485,745
PERCENTAGE OF TREASURY SHARES HELD 0.04% @ 0.39% ©

(1) See 7.2.4.3 of the FY21 URD
(2) Based on 120,951,098 shares as at 03/31/20
(9 Based on 123,566,676 shares as at 03/31/21

Details of transactions during the financial year ended March 31, 2021 (article L. 225-211 of the French commercial code)

Treasury shares held at % of share . Value of the shares at purchase price €3,476,079.88
03/31/20 53,253 capital () 0.04%  FTRIREIAA)
par value €4,127.11

Shares acquired in FY21 3,585,555 @ Average purchase price €70.91
Shares sold in FY21 2,291,928 @ Average selling price €73.56
Execution fees -

Shares transferred in FY21 861,135 @) Average transfer price €46.41
Shares reallocated in FY21 - % of share capital -
Shares cancelled in FY21 - % of share capital -

Treasury shares held at 485745 % of share PETL R Value of the shares at at purchase price €31,707,516.88
03/31/21 ’ capital @ KA (3/31/21 par value £37,645.24

() Based on 120,951,098 shares as at 03/03/20

(2 Including 1,100,000 under the pre-paid share forward agreement partially settled by anticipation on 09/08/20 (see below) and 164,000 [settlement-delivery effective on 03/31/21] under the mandates given
to Exane BNP Paribas executed between 03/22/21 and 04/09/21 covering a total of 596,000 shares (see press release of 04/09/21

(9 Under the employee share ownership plans (allocation of free (i) ordinary shares on 12/14/16 and (ii) preference shares (automatic conversion into ordinary shares: plans of 09/23/15 and 12/16/15) and
the 2020 employee shareholding operation (see press release of 05/26/20)

() Based on 123,566,676 shares as at 03/03/21

Derivative products

= Transaction(s) signed during FY21
No transaction on derivative products was signed during FY21.
= Transaction(s) completed during FY21 (by anticipation)
Date of the Name of Purchase/ Number of Options/ Date of book-entry  Exercise price Premiums  Organized market/

settlement () intermediary Sale shares Futures over the counter

Partial early settlement of the 09/15/20
09/08/20 CACIB @ Purchase 1,100,000 )  pre-paid forward agreement €66 N/A Over the counter
by delivery of shares (7)
() Partial early settlement (1,100,000 shares out of 4,545,454 shares): agreement entered into on 03/20/18, to be settled at maturity or by anticipation either in cash or by delivery of shares, against payment
of the price (initial expiry date 03/22/21 extended by a 3-year period by amendment dated 09/15/20)
() Crédit Agricole Corporate and Investment Bank
) Allocation to the purpose of the hedging of employee share ownership plans

= Open position(s) as at March 31, 2021

Date of Name of Purchase/ Number of Options/ Expiry date Exercise Premiums  Organized market/
transaction intermediary Sale shares Term price over the counter
Term 03/22/24
03/20/18 CACIB () Purchase 3,445,454 () (Share pre-paid forward (except in the event of a €66 N/A Over the counter
agreement) settlement by anticipation)

(1) Credit Agricole Corporate and Investment Bank
(2) Partial early settlement of 1,100,000 shares (see precedent table)
() Extension of the initial term set at 03/22/21 by a 3-year period by amendment dated 09/15/20
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APPENDIX 4

(Resolutions 23 to 25)

SYNTHETIC TABLE OF THE FINANCIAL AUTHORIZATIONS (IN FORCE OR USED) DURING FY?21

Authorization Maximum nominal amount AGM Expiry FY21 usage

PSR = Preferential subscription rights date

7 = increase . S

\ = reduction Capital (K) Debt Reesalluiian Duration  AGAP: preference shares
securities No.

AO: ordinary shares

Buy back by the Company 10% of the K 07/02/20 01/01/22 | Number of treasury shares as at
of own shares @@ fg:;)he buyback | - 180 18 months | 03/31/21: 485,745
10% of the K 07/02/20 01/01/22
N K by cancellation per 24 months ) _
of treasury shares (on the cancellation 19t 18 months
date)

07/02/19 09/01/21 . . "
2K by incorporation €10M - 1666 56 monihs Number of AO issued: 1,117,815 @
(reserves, profits, premiums or other) €10M ) 07/02/20 09/01/22 Number of AGAP issued: 318 @

20t 26 months

€1 ‘ 07/02/20 09/01/22
A K with maintenance of PSR €1,450K ® billion 218t 26 months | _
A K with waiver of PSR €1 07/02/20 09/01/22
by public offering (excluding offers referred to in 1 of nd
arﬁcﬁa L. 411-2 of the lg:n(ench mor?etary and financial code) | €850K © billion 22 26 months -
®)
2 K with waiver of PSR €1 (* | 07/02/20 09/01/22
by public offering (offers referred to in 1 of article | €850K © billion 231 26 months | -
L. 411-2 of the French monetary and financial code) ()
7 K to compensate contributions in kind | 10% of the €1 07/02/20 09/01/22
K at L th -
0710220 © billion | 24 26 months
22 K reserved for employees of 07/02/19 09/01/21 -
subsidiaries members of a savings 24t @) 26 months
scheme (PEG) 1.50%
22 K reserved for employees of of the share 07/02/19 01/01/21
subsidiaries outside of France and | capital on the date | _ 251G 18 months
outside of a PEG of the Board .
22 K reserved for categories of decision ™ 07/02/19 01/01/21 Number of AO issued: 1,096,600 ©
beneficiaries as part of an employee 261 @) 18 months
share ownership offering '/
22 K reserved for employees of 07/02/20 09/01/22 -
subsidiaries members of a savings 25t 26 months
scheme (PEG) 1.50%
22 K reserved for employees of of the share 07/02/20 01/01/22
subsidiaries outside of France and },capital onthe date | _ 26t 18 months
outside of a PEG of the Board Number of AO that may be issued:
22 K reserved for categories of decision ® 07/02/20 01/01/22 1,358,911 @
beneficiaries as part of an employee 27t 18 months
share ownership offering
1% of K at the 06/27/18 08/26/21 Number of SOP allocated:
Share Employees/ allocation date ) 180 G 38 months | 271,629
Eﬂgcst;?ispetion O | Executive Committee | 1% of K at the ) 07/02/20 09/01/23 Number of SOP allocated:
options allocation date @9 2gth 38 months | 67,390
(“SOP”) Executive corporate | 0.2% of K at the | 07/02/20 09/01/23 Number of SOP allocated:
managing officers allocation date 9 29t 38 months | 49,104
Free share allocation (“AGA”) 2% of K at the 07/02/19 09/01/22 Number of AGA allocated:
(Employees/Executive Committee) allocation date ™ ) 27t 38 months | 1,031,789

() Pursuant to articles L. 22-10-62 et seq. of the French commercial code and 241-1 to 241-7 of the AMF General Regulation

2 In respect of FY21, the 16" resolution of the 2019 AGM of the same type was also used as part of the liquidity contract (see 7.2.4 of the FY21 URD)

() This authorization/delegation (for the unused portion) was terminated on the date of effect/entry into force of the resolution of the same nature voted by a subsequent AGM
@ Definitive vesting of free shares (articles L. 225-197-1 et seq. and L. 22-10-59 et seq. of the French commercial code)

%) Deducted from the overall maximum of €4 million provided for in the 30" resolution of the 2020 AGM

(% French monetary and financial code

() Deducted from the overall maximum of €4 million provided for in the 28! resolution of the 2019 AGM

®  Issue on 09/22/20 as part of the 2020 employee share ownership offering (Press release of 05/26/20)

() Launch of the 2021 employee share ownership operation following the Board decisions of 02/10/21 and 04/07/21

(19 Joint ceiling for the 28" and 29 resolutions of the 2020 AGM
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APPENDIX 5

(Resolutions 26 and 27)

EMPLOYEE SHARE OWNERSHIP. FREE SHARE PLANS

AND SHARE SUBSCRIPTION AND/OR PURCHASE OPTION PLANS
- STATEMENT AT 03/31/21

Summary of free share plans valid as at March 31, 2021

Free ordinary share plans

Date of the AGM 06/27/18 06/27/18  06/27/18 06/27/18 06/27/18 06/27/18 06/27/18 07/02/19 07/02/19 07/02/19 07/02/19 07/02/19 07/02/19 07/02/19
Date of Board meeting 06/27/18 09/12/18  10/30/18 12/17/18 02/01/19 05/15/19 07/02/19 09/18/19 12/12/19 02/13/20 07/01/20 10/29/20 12/08/20 02/10/21
Performance conditions [@)e) @] @] @] @) @) [O)e) @) @) @) @ @@ @ @)
Number of beneficiaries 2,085 13 7 94 34 28 2,288 8 4 35 2,576 8 75 3
Executive corporate managing
officers
Yves Guillemot, CEO N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A
Claude Guillemot, EVP N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A
Michel Guillemot, EVP N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A
Gérard Guillemot, EVP N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A
Christian Guillemot, EVP N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A
Type of shares ordinary ordinary ordinary ordinary ordinary ordinary ordinary ordinary ordinary ordinary ordinary ordinary ordinary ordinary
Vesting period + retention period 4+0 4+0 4+0 4+0 4+0 4+0 4+0 4+0 4+0 4+0 4+0 4+0 4+0 4+0
Vesting date of the shares 06/27/22 09/12/22  10/31/22 12/19/22 02/01/23 05/15/23 07/03/23 09/18/23 12/12/23 02/13/24 07/01/24 10/29/24 12/09/24 02/10/25
End date of the retention period 06/27/22 09/12/22  10/31/22 12/19/22 02/01/23 05/15/23 07/03/23 09/18/23 12/12/23 02/13/24 07/01/24 10/29/24 12/09/24 02/10/25
End date of the conversion period N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A
L‘i’ttig:lgumber SISIEES LT 606,869 8,631 3,708 77,151 31,791 41,007 876,828 5,901 2,954 32,275 966,574 4,088 59,980 1,147
g:r:‘:::l'fgg’e UL Gl Sl A 99,869 2,138 1,675 13,361 2,554 393 107,153 0 0 6,355 92,320 345 1,126 0
Balance at 03/31/21 507,000 6,493 2,033 63,790 29,237 40,704 769,552 @ 5,901 2,954 25,920 874,254 3,743 58,854 1,147

Gl

100% subject to individual performance objectives linked to the beneficiary’s position

For the members of the Executive Committee (Plan of 06/27/18: 3 beneficiaries / Plan of 07/02/19: 2 beneficiaries / Plan of 10/29/20: 1 beneficiary):

1/3 subject to achievement of average non-IFRS Group EBIT (with acquisition by tier) assessed over 3 FY

1/3 subject to achievement of a UBISOFT TSR compared to the TSR of companies in the NASDAQ Composite Index (with acquisition by tier) assessed over 3 years

1/3 subject to individual objectives (see V) assessed over 4 years and/or FY (Plan of 10/29/20: growth in the number of MAU and increase in the gender diversity of teams)
) Early delivery of 123 ordinary shares to the heirs of a beneficiary pursuant to the provisions of article L. 225-197-3 of the French commercial code

B

@
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09/23/15 09/23/15
06/23/16 12/14/16
@)@ 2)
41 E 2 1
0 1
N/A 394 ®
N/A N/A
preference @ preference @
3+2 5+0 @ 3+2
06/24/19 ® 06/23/21 12/16/19 ©
06/23/21 N/A @ 12/15/21
06/24/21 12/16/21
6,518 320 394
195,540 9,600 11,820
0 0 0
6,518 0 394
- N/A -
0 320 0
195,540 9,600 11,820

(' 100% subject to individual performance objectives linked to the beneficiary’s position (not applicable to 2 beneficiaries — internal performance condition (Cf. )
@ Internal performance condition: 100% contingent upon achieving an average level of non-IFRS Group EBIT over 3 FY measured proportionally based on a target used as a reference base for calculating proportionality and a floor
below which the grant is void (2 beneficiaries - plan of 06/23/16 and 1 beneficiary - plan of 12/14/16)

(1 AGAP that may give the right to 30 OS subject to achievement of share market price conditions (at the end of the retention or vesting period ®) with application, if applicable, of a proportional and linear sliding scale:
« if vin the market price compared to the Stock Market Floor price*: the AGAP will not give entitlement to any OS

« if ~in the market price up to 50% compared to the Stock Market Floor price*: each % of .7 entitles the holder to 0.6 OS
« if 7 in the market price 2 50% of the Stock Market Floor price*: 1 AGAP entitles the holder to 30 OS

* Average price over the 20 trading days preceding the Board’s meeting granting the shares
(*) Extension to the vesting period and corresponding waiver of the retention period for the beneficiaries of international mobility
©) End of vesting period: creation and delivery of AGAP (ISIN code: FR0013306776) to the eligible beneficiaries at the vesting date
) Automatic conversion substituted for the one-year conversion period by an amendment to the plan regulations on 09/18/19
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Summary of subscription option and share purchase plans valid as at March 31, 2021

09/23/15 09/23/15 09/23/15 09/23/15 09/23/15 09/23/15 09/23/15 09/23/15 06/27/18 06/27/18 06/27/18  06/27/18 06/27/18 06/27/18 07/02/20 07/02/20
06/23/16 12/14/16 03/30/17 06/27/17 09/22/17 12/12/17 04/13/18  06/27/18 06/27/18 12/17/18 07/02/19  12/12/19 02/13/20 _ 07/01/20 07/02/20 12/08/20
138 5 39 75 2 1 2 4 56 5 62 5 4 62 2 6
758,810 29,344 220,700 418,500 11,000 2,500 11,500 19,579 188,454 56,031 330,678 67,743 21,515 271,629 60,821 55,673
N/A N/A N/A N/A N/A N/A N/A N/A N/A 41,607 @ N/A 50,683 ¥ N/A N/A N/A 36,716 ©
N/A 4,836 @ N/A N/A N/A N/A N/A N/A N/A 3,606 @ N/A 4,265 N/A N/A N/A 3,097 ®
N/A 4,836 @ N/A N/A N/A N/A N/A N/A N/A 3,606 ¥ N/A 4,265 @ N/A N/A N/A 3,097 ®
N/A 4,836 @ N/A N/A N/A N/A N/A N/A N/A 3,606 @ N/A 4,265 N/A N/A N/A 3,097 ®
N/A 4,836 @ N/A N/A N/A N/A N/A N/A N/A 3,606 @ N/A 4,265 N/A N/A N/A 3,097 ®
06/23/17 12/14/17 06/27/19 07/02/20 12/08/21
—————— 12/17/22 ————— 12/12/23 07/02/24 ————+—
03/30/18 06/27/18 09/22/18  12/12/18 04/13/19 06/27/19 02/13/21  07/01/21
May 2020 @@ May 2020 W @ 06{32)74/)22 @@ 07(/3(;%/)23 @ @ 36 12{3%24
06/22/21 12/13/21 03/29/22 06/26/22 09/21/22 12/11/22 04/12/23  06/26/23 06/26/23 12/16/23 07/01/24  12/11/23 02/12/25  06/30/25 07/01/25 12/07/25
France France France France France
€31.955 €37 €50.02 €68.59 €69.55 €54.30 €68.45 €68.59
€33.015 World World €57.26 €64.63 €73.86 €94.58 €94.58 “wWorld €73.80 World World €77.76
€39.03 €51.80 €69.70 €73.40 €76.50
25% per 25% per 25% per

25% per year 25% per year 25% per  25% per 25% per

oGRS om Loy Zper e esoper T LT avore wwtn gy SIS s e SR omoes Jrion
May 2020 9@ May 2020 @ 033018 06127118 09122718 o oA o 06127119 W W oo 0710121 W
466,569 10,000 133,275 186,375 0 0 0 0 0 0 11,010 0 0 0 0 0
68,364 0 10,500 41,750 3,000 2500 1500 4659 22,607 0 44,110 0 14855 18,246 0 0
223877 19,344 76925 190,375 8,000 0 10000 14920 165847 56,031 275558 67,743 6,660 253,383 60821 55,673

@ For the members of the Executive Committee (Plan 32: 1 beneficiary) and the executive corporate managing officers (Plan 33): the performance conditions are assessed over 4 cumulative FY. The options can only be exercised after the closing of
the financial statements of the fourth FY.

@ Plan 32 (1 member of the Executive Committee)/Plan 33 (4 executive corporate managing officers): Internal performance condition: achievement of an average Group EBIT assessed on the cumulative basis of 4 financial years:
* if average non-IFRS Group EBIT < 70% of the target average non-IFRS Group EBIT: acquisition of SOP cancelled
* if average non-IFRS Group EBIT 2 70% and < 100% of the target average non-IFRS Group EBIT: acquisition of SOP proportional to the % achieved
" if average non-IFRS Group EBIT = 100% of the target average non-IFRS Group EBIT: acquisition of 100% of the SOP confirmed
©) For the members of the Executive Committee (Plan 40: 1 beneficiary/Plans 42 and 46: 2 beneficiaries) and the executive corporate managing officers (Plans 41, 43 and 47: 5 beneficiaries), the options can only be exercised after 4 years

@) Plan 40 (1 member of the Executive Committee) / Plans 41 and 43 (5 executive corporate managing officers) / Plan 42 (2 members of the Executive Committee):
= 50 % of the acquisition contingent upon the achievement of average non-IFRS Group EBIT assessed over 3 FY, with an acquisition by tier as follows:
o < 80% average Group EBIT — 0% of the award based on this Indicator

o 2 80% and < 90% average Group EBIT — 30% of the allocation based on this Indicator
o 290% and < 100% average Group EBIT — 50% of the allocation based on this Indicator
o 2100% — 100% of the allocation based on this Indicator
= 50 % of the acquisition contingent on achievement of the UBISOFT TSR compared to the TSR of companies of the Nasdag Composite Index assessed over 3 years, with an acquisition by tier as follows:
o < 50" percentile — 0% of the allocation based on this Indicator
o 2 50" and < 60" percentile — 50% of the allocation based on this Indicator
o > 60" percentile — 100% of the allocation based on this Indicator
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©) Plan 46 (2 members of the Executive Committee), 100% of the acquisition contingent upon achievement of:
= the positioning of the UBISOFT TSR compared to the TSR of companies of the Nasdaq Composite Index assessed over 3 years
= the growth in the number of MAU assessed over 3 FY
= the increase in the gender diversity of teams (CSR) assessed over 3 FY
©® Plan 47 (5 executive corporate managing directors), the acquisition is contingent to the achievement:
= for 60 %, based on the UBISOFT TSR compared to the TSR of the companies in the Nasdaq Composite Index assessed over 3 years, with vesting by tier as follows:
o < 50" percentile — 0% of the the allocation based on this Indicator
o 250" and < 60" percentile — 50% of the allocation based on this Indicator
o > 60" percentile — 100% of the allocation based on this Indicator
= for 20 %, based on the growth in the number of MAU assessed over 3 FY, with a vesting in steps as follows:
o < 80% of the target — 0% of the allocation on this Indicator
o 2 80% and < 90% of the target — 30% of the allocation based on this Indicator
o 290% and < 100% of the target — 50% of the allocation based on this Indicator
o 2 100% of the target —7100% of the allocation based on this Indicator

= for 20 %: based on the increase in the gender diversity of teams (CSR) assessed over a period of 3 FY, with a vesting in steps as follows:
o < 23% of women in the teams — 0% of the allocation based on this Indicator

o 2 23% and < 24% of women in the teams — 50% of the allocation based on this Indicator
o > 24% of women in the teams — 7100% of the allocation based on this Indicator
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