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Our We are a global, diversified healthcare company
Mission applying innovative science to develop
specialty therapeutics and medical products
that save and sustain patients’ lives.

As one of the most respected companies
in healthcare, we are committed to be:

8.“!‘ Recognized and trusted worldwide
ISION A preferred partner in improving the quality of and
access to healthcare

An innovator in science and technology

The leader in our markets

A high quality investment

A rewarding place to work and develop

Socially responsible members of our communities



75 years of market leadership driven by a well-recognized global brand
$9.8 billion global market leader

More than $1.5 million invested in R&D every day

Over 50% of sales and earnings outside the United States
Approximately 70% of sales from products with leading market positions
More than 48,000 employees
in more than 250 facilities
Manufacturing facilities

in 28 countries

Local expertise drives
competitive advantage
in more than 110 countries




Office
Warehouse

B vanufacturing ,‘
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Approx. 13'000 employees or 29% of total
Baxter population

Operating in 17 countries in Europe, 18
countries in ECEMEA

Baxter Europe Sales: $3.2 Bn in 2006 or
31% of Global Sales

13 Warehouse facilities
23 Manufacturing plants

2 R&D centres in Nivelles (Belgium)
&Vienna (Austria)

2 Fully automated distribution centres in
Northampton (UK) and Lessines (Belgium)



Baxter
European Structure — Geographies

President Europe

I I I I I I
ECEMEA Germany France Spain Italy UK

Baltics Poland Nordics Portugal Austria
Czech Rep Israel Denmark Switzerland
Sweden Netherlands
CSE Turkey Greece
Norway Belgium
MEA Russia Finland Ireland

BEST TEAM
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Baxter
European Structure — Functions/Businesses
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Higher individual performance leads to higher business performance

Sustained business performance leads to a competitive advantage

Performance management is an enabler to higher individual and
business performance

We are a global

diversified healthcare
company applying
innovative science to
develop specialty therapeutics
and medical products
that s ave and sustain patients’ lives.

VISION

As ohe of the mostrespected companies in
healthcare, we are committed to be...

=recognized and trusted worldwide
= a preferred partner in improving the quality of and
arrege tn healthrare

CULTURE & SHARED VALUES

We will succeed bhecause of our...

= passion to innovate and drive for solutions * unco mpromising dedication to quality
= personal accountahility for results and integrity - relentless focus on rapid and disciplined action
= eagerness to learn and continuously improve = res pect for the diverse contributions of all

STRATEGY

We will create value and grow by leveraging our core competencies and our glebal brand across all our businesses.

To operationalize our strategy, we will: > Optimize what we have I Expand into adjacencies I Pursue new opportunities



Aligned organizational and individual Candid conversations between manager
goals and employee

Focus on achieving business results Greater differentiation of employee
Personal accountability for results performance and rewards

v

Planning Exercise business acumen / judgment
Compromise and align with Baxter goals
Encourage debate and dialogue

Performance / Provide candid and direct feedback
Feedback Increase feedback frequency (directly / indirectly)
Results Define and understand high performance

Objectively rate performance

Exhibit aggressive assessment and action
Support and reward managers who aggressively
manage performance




e Review results

e Rate performance
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trategy

[TT—

Business/
Region/

4. Individual

Performance

Summaries —
Year End

Function/
Goals

Communications
Feedback
Training
Education

1. Planning

Individual
3. Evaluate » Goals
Organization 2 Ml_-Year
Performance Reviews

Reinforce link between
performance and rewards

(One over Reviews) 1




Performance Management - Process Flow

PLANNING
GOAL SETTING

=

Organizational goals
drive departmental
and individual goals

Employee sets PMOs

Manager and
Employee discuss
PMOs

Employee inputs
PMOs into PM tool

PERFORMANCE

FEEDBACK &

MID-YEAR REVIEW

Employee inputs
comments in Mid-Year
section of PM tool

Manager inputs
comments in Mid-Year
section of PM tool

Manager and
Employee discuss
performance

Manager confirms
discussion occurred by
checking checkbox in
PM tool

DEVELOPMENT PLANNING

RESULTS

YEAR-END
REVIEW

Employee inputs self-
assessment in PM tool

Manager inputs
performance
assessment in PM tool

Manager conducts
One-Over-One Review
with supervisor

Mgr and Employee
discuss performance
assessment and rating

Manager submits
Year-End Review as
final in PM tool

Overall performance
rating drives
differentiated rewards
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Potential Questions
° Planning / Goal Setting

| understand how what | do contributes to Baxter’'s business
strategy

Feedback & Communication
My supervisor coaches me on how to maximize my performance

Assessment
My supervisor deals effectively with poor employee performance

Rewards Differentiation

The better my business / function performs the better it is
financially for employees like me
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Expected learning outcomes

— Understand/accept need for higher performance
across Baxter

— Accept accountability for role in driving higher
performance

— Understand PMP changes and next steps
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Streamlined technology tool to reflect process
Mapping participation consistently on a global basis
Global go-live: January for 2006 performance cycle

Communication of Goals (R/B/C/F)to all Employees
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