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ARTICLE 157 : GENERAL INFORMATION

1. The provisions of this regulation concern all the personnel of the Company with the name
"AUTOMATIC ANALYZERS - DIAGNOSTIC REAGENTS AND PRIVATE DIAGNOSTIC LABORATORIES
MEDICON HELLAS SA" and the distinctive title "MEDICON HELLAS S.A." which was founded in
December 1988 (Government Gazette issue of SA and EPE no. 79/18.1.1988).

The Company is registered in the Register of Anonymous Companies (M.A.E.) under number
16439/0B//88/24 and already No. G.E.M.H. 414401000, and its duration based on the articles of
association was set at 30 years from the day of registration in the M.A.E. of the decision on the
granting of a license to the Company and the approval of its articles of association (authorization
decision of establishment 31764/87/14.1.1988). With the decision of the Annual General Meeting of
the Company's Shareholders dated 30.6.2017, it was decided to extend the duration of the company
for thirty (30) years from the day of registration of this decision in the G.E.M.H and the issuance of the

relevant administrative approval decision (approval decision 77489/11.7.2017).

2. The Employment Regulation either complements the written individual employment contracts, or

replaces them where for any reason they do not exist.

3. Provisions of Laws, Decrees, Ministerial decisions, etc. that regulate the subjects of this regulation,

prevail, unless the provisions of the regulation are more favorable to the staff.

4. The provisions of this regulation, apply to all the official and technical staff of the Company and
regulate the relationships formed, in the performance of the work, between the Company and all
types of its personnel who are connected to a relationship of dependent work for a certain or
indefinite period of time or a certain project, regardless of their place of employment.

5. So that there is no doubt or dispute about the notification of the regulation, a copy of this is posted
in every place of work and in the offices of the company. It does not allow employees to dispute its
content, since its posting in the above workplaces is equivalent to notification to each one separately.
6. The work regulation, as well as any future amendment, improvement, interpretation, addition,
comes into force 5 (five) calendar days after its notification to the Company's staff, as long as it has
been validated by the competent Public Administrative Service. The notification of the regulation is
done by wall-sticking in a visible place in the Company's offices, and every employee has the right to
request a copy.

7. The aim of this regulation is to ensure the best possible relations between the employees and the

company with the aim of the orderly operation of the company and the progress of the work.



8. The Company has the obligation to provide every facilitation to the employees for the exercise of
their trade union rights in accordance with the applicable legislation and the acquired trade union
rights of each Union - Association.

Workers and their unions are protected in the exercise of their union rights under the Constitution

and state laws.

ARTICLE 2: DEFINITIONS — CONCEPTS

For the implementation of this regulation and in order to avoid any misinterpretation-
misunderstanding or dispute, the following definitions-concepts are given:

1. The word "company" means S.A. under the name "AUTOMATIC ANALYZERS DIAGNOSTIC REAGENTS
AND PRIVATE DIAGNOSTIC LABORATORIES MEDICON HELLAS SA" and the distinctive title "MEDICON
HELLAS S.A." based in Gerakas, Attica, on Melitona street number 5.

2. The words "Personnel"”, "Employee", "Employee", "Employee", "Partner" refer the staff who offer
their services to the Company with a contract of dependent employment, without any different
classification due to nationality and regardless if they work as an employee, technician, etc. and
regardless of the way they are paid, i.e. with a salary or a daily wage.

3. The word "Management" means the hierarchical Head of the Company's services who is responsible
to the competent Greek Authorities.

4. The words "Directors" or "Heads of Services" refers to the people who have been authorized to
manage individual areas of the Company's activities.

5. By the word "Regulation" we mean the present and any future amendment, interpretation,
improvement and addition of these Labor Regulations.

6. The words "remuneration", "salary" of employees have the same meaning and include the daily
wages as well.

7. The words "place of work" refer to the Company's offices, the areas where the Company has

installed machines (regarding technical staff and salespeople), storage areas and any new future

facilities of the Company (e.g. branches) .



ARTICLE 3P : RECRUITMENT OF STAFF — INDIVIDUAL EMPLOYEE FILES

A.1. In cases where there is a need to hire technical staff, the company may proceed with the relevant
announcement (print and/or electronic advertisement) so as to ensure greater publicity and facilitate

the participation of a greater number of interested parties.

A.2. The candidate for recruitment must be physically and mentally fit for the work for which he is

recruited and possess the formal and substantive qualifications for the position they are to occupy.

A.3. Each recruitment of personnel, must necessarily have the approval of the Company's
Management or of the persons authorized for this purpose and it occurs under the responsibility of
the concerned Department Manager, who completes the recruitment application, justifying the
specific service need, in accordance to the procedure provided by the provisions of the Labor Code

Legislation that apply each time.

Resumes are collected and further processed in accordance with the General Data Protection
Regulation 2016/679 (GDPR).

B. At the time of recruitment, each prospective employee is obliged to:

1. To complete and sign the recruitment application form, which is granted by the Company,

2. To provide:

a) Work Card from the Labor Employment Agency (OAED), if available

b) Certificate of the Insurance organization, in which the employee is insured or similar document of
the insurance organization.

c) Curriculum vitae and certificate or proof of studies.

d) The license to practice a profession, where this is provided for and enforced.

e) Certificate or official document from which special knowledge and education can be obtained,
depending on the position he is going to occupy.

f) His police identity card in photocopy.

g) Certificate of Military Status, where necessary
h) Every certificate that will prove their previous work employment at the capacity they invoke.
f) Document showing the bank account number of the prospective employee.

g) Children's birth certificates, in order to receive more favorable arrangements, as provided by the

Law.

3. To submit, if required by law, to a medical examination by the Company's occupational doctor to
determine his physical suitability for the intended job at the expense of the Company and in

accordance with the provisions in force.



4. To sign, as long as he is aware of, the relevant certification of our Company's Safety rules.

5. If some of the above information is missing, it is possible, with the approval of the Administration,
to omit it or to replace it by a responsible statement of the interested party, of similar content.

6. The inaccurate provision of information or the alteration of facts is considered as a breach of what
has been agreed on the part of the employee through his own fault.

7. The hired person signs a written employment contract with the company, in which the provisions
set forth in article 70 et seq. of Law 5053/2023 and a related statement, that he has taken note of
these Labor Regulations, must be stated.

8. During the drawing up of the employment contract or during its duration, the company and the
employee may, in a written individual contract, agree on daily or weekly or fortnightly or monthly
work, for a definite or indefinite period, which will be of shorter duration than normal (part time job).
This agreement must be notified within eight (8) days of its preparation to the Labor Inspectorate,
otherwise the full employment of the employee is presumed. For the rest, the provisions of article

106 et seq. of the Individual Labor Law Code apply.

ARTICLE 4™ : INDIVIDUAL EMPLOYEES' FILES

1. The Human Resources Department keeps an individual file for each employee that contains all the
information related to the employee, e.g. employment contract, qualifications, absences, leaves,

disciplinary penalties, etc.
> The content of individual files is confidential.

> Every employee is entitled, by submitting a relevant application, to receive copies of the documents

of his file.

> The Human Resources department keeps and updates a special register of everyone.

2. The employee must notify the company in writing of any change in his family details (marriage, birth

of a child, etc.), as well as any change in his home address or telephone number.

3. The data maintained and processed by the Company are used only for management and
administration purposes of the Company and not for statistical purposes and always in accordance

with the legislation and the General Data Protection Regulation 2016/679 (GDPR).

4. The Company will keep and use the information in order to function properly and manage the

relationship with the Employee effectively, legally and appropriately: during the recruitment/selection



process, during the employment relationship, upon termination of the employment relationship

/partnership and after the Employee/Partner has left the Company.
5. All of the above includes the use of the data in order for the Company to be able to:

i. be in compliance with its legal obligations under the terms of the employment contract or to take

measures at the request of the Employee prior to the conclusion of the contract
i. be in compliance with its legal obligations
iii. safeguard the vital interests of the Employee

iv. to fulfill a duty performed in the public interest or in the exercise of a public authority delegated to

it
v. pursue its legitimate interests, and

vi. to defend its legal interests, indicatively to prevent fraud, for administrative purposes or to report

any illegal act.

6. Most of these data that the Company maintains comes from the Employee himself, except for his

work progress which comes from the Employee's Supervisor.

7. The Company proceeds with the automated processing of the Employee's information during his
recruitment and during the employment relationship, under the condition to change any of this

information at the employee's request.

8. The process of processing the employee's personal data is carried out in a way that ensures its
confidentiality. Any processing is carried out exclusively by authorized personnel for this purpose,
while all appropriate organizational and technical measures are taken for the security of the data and
their protection against accidental or unlawful destruction, accidental loss, alteration, prohibited

dissemination or access and any other form of unfair processing.

ARTICLE 5™ : EMPLOYEE RIGHTS REGARDING THE MANAGEMENT OF THEIR PERSONAL DATA

The employee has a number of rights regarding the processing of his personal data which are
processed by the Company based on the principle of proportionality.

5.1 The right to object: The employee may object to the processing of his personal data, especially
when the processing is for the purposes of the Company's legitimate interest. In this case, the

Company, respecting the employee's right to object, will cease the specific processing unless the
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Company can demonstrate compelling and legitimate reasons for the processing that override the
interests, rights and freedoms of the employee, or the processing in question is for the establishment,
exercise or support of legal claims of the Company.

In case the employee objects to data processing, which is necessary and related to the granting of
benefits to him by the Company, the cessation of this processing is very likely to result in the inability
of the Company to provide these related benefits with said processing.

5.2 Right to withdraw consent: In cases where the processing of the employee's personal data is based
on their prior consent, they have the right to withdraw it at any time and the Company will cease the
specific activity for which they previously consented, unless there is other legal basis justifying the
continuation of the processing of the employee's data for this purpose, In such case the employee will
be informed accordingly.

5.3 Rights of access, correction and deletion: The employee can request at any time to be informed
about the personal data that the Company holds on his behalf, and to request their modification,
correction, update or deletion. In order to process any request, it is very likely that additional
information will be requested and the provision will be made without any financial burden on the
employee. As long as the Company has a legal right to refuse, it will inform the employee of the specific
reasons for the refusal.

5.4 Right to restriction of processing: In certain cases, the employee has the right to request the
restriction or abolition of a processing that includes his personal data unless such processing is
necessary either for the establishment, exercise or defense of legal claims of the Company, either to
protect the rights of another person or for reasons of public interest.

5.5 Right to portability: The employee has the right to request the transfer of his personal data to
other controllers (transfer of information concerning him to another employer or a third party). In this
case, the data that the employee has submitted electronically will be provided to him or to another
recipient at his request in a structured, commonly used and machine-readable format, so that he can
transfer them to another employer.

5.6 Right to complain to the competent authorities: The employee has the right to complain to the
competent supervisory authority, which for Greece is the Personal Data Protection Authority. The
employee can contact the Authority for the Protection of Personal Data in the following ways:

Postal Address: Personal Data Protection Authority, Offices: Kifisias 1-3, P.O. 115 23, Athens - Call
Center: +30-210 6475600 Fax: +30-210 6475628, e-mail: contact@dpa.gr

5.7 Employees can contact by e-mail or phone the Personal Data Officer: contact phone: 210-6606060

and e-mail: dpo@mediconsa.com



mailto:dpo@mediconsa.com

ARTICLE 6TH: OBSERVATION THROUGH VIDEO SURVEILANCE SYSTEM — USE OF WI-FI

1. The Company maintains a video surveillance system on its premises in conspicuous places with
special markings, for reasons of work and transaction security, the protection of employees and non-
employees, who are on its premises, the protection of property, and the service of legitimate interest
of the Company. In any case, the data collected through a video surveillance system will not be used
as criteria for evaluating the behavior and efficiency of employees.

2. The Company has wi-fi within its premises for its staff and visitors. The Company does not process
any data resulting from the use of wi-fi within its premises for any purpose.

3. The personal data of the Employee/Partner are processed and used exclusively within the territorial
limits of Greece or another Member State of the European Union (EU) or another (State) that has
signed the Treaty on the European Economic Area ( EEA). Any transfer of data to a Third Country
requires the prior written consent of the Employee/Partner and is subject to compliance with the

specific conditions set out in the General Data Protection Regulation 2016/679 (GDPR), as applicable.

ARTICLE 7™ : DISMISSAL — RESIGNATION OF AN EMPLOYEE

1. The dismissal of each employee is done by decision of the Managing Director and/or the Deputy
Managing Director, based on the written Laws, the Ministerial decisions and the relevant Provisions
of the Labor Legislation.

The termination of a contract bearing the seal of the company is deemed to have been made with the
approval of the competent body. The company may pay the severance compensation in parts - as
defined in the Law.

2. It does not constitute a reason for terminating this contract, nor a reason for its termination on the
part of the "Employee": a) the "loan" of an employee, i.e. the provision of the employee's services for
a specific period of time to a subsidiary company of the group and under the condition that the salary
will be paid by the Company) and b) "transfer" of an employee, i.e. the transfer of this employment
contract to a subsidiary of the Medicon Group and this due to the close financial relations maintained
between the companies of the Group, on the self-evident condition that the new employing company
will assume all the obligations from this contract, as they apply at the relevant time (transfer of an
employee to a subsidiary company of the group). The transfer of the employment relationship will be
notified to the "Employee", immediately upon the occurrence of such a change, considered as
notification, by irrefutable presumption, of the issuance of the next monthly payroll.

3. In case of resignation or termination of the contract, the Head of the Human Resources Department
informs the IT department to disable access to Office 365, company email, company network, ERP (if

any), etc.



4. The employee is obliged to immediately return the equipment provided by the Company during the
employment relationship and to sign a relevant document.

5. The company deletes from the system the fingerprint or the electronic time card, depending on
what the Employee used.

6. The company deletes the Employee's email address. The Employee may, at his request, delete his
personal electronic messages.

7. The individual file of the employee is kept throughout the entire working life of the employee, as
well as after the termination of the employment relationship for 20 years, or longer if required for the
purpose of serving the legitimate interests of the employer and the employee, such as for defense on
courts or other authorities, in any judicial or other dispute as well as for the relevant time of limitation
or until the irrevocable judicial resolution of the dispute.

For the rest and for what is not specifically regulated by this article, the provisions of articles 313 et

seq. of the Individual Labor Law Code shall apply.

ARTICLE 8™ : "HEADQUARTERS" - PLACE OF WORK

1. Place of providing the work of the "Employee" - as long as it is an office worker, it is in principle, i.e.
indicative and not restrictive, the business headquarters and facilities of the "Company", located on
Melitona street no. 5-7 in Geraka Attica, but also any of the existing facilities of the "Company". It is
also agreed that the place of work may be the headquarters to which the "Company" may be
transferred or any facilities of those that are to be established in the future. In the cases mentioned
above, when the place of work is changed in any way, this contract will not be terminated, by express

agreement of the contracting parties.

2. In the case of a technician or salesperson, the place of provision of the employee's work is the entire
Greek Territory, including the Company's technical facilities, in view of the particularities of the Work
undertaken by the Employee. The Employee must provide his services, depending on the needs of the
Company, at his discretion and in accordance with its instructions, without any harmful change in the

working conditions.

3. The Company and the Employee may agree on the continuation of the employment contract, and
in the event of a transfer of the company's headquarters and all and/or part of its production facilities
and/or offices, outside the boundaries of the Prefecture of Attica, if the Company provides him with
all the necessary means and expenses for the provision of his services and his work in the new facilities

outside the prefecture.
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ARTICLE 9™ : PROVISION TERMS FOR REMOTE WORK

1. Remote work is agreed between the company and the employee, upon hiring or by amending the

employment contract.

2. Exceptionally, as long as the work can be provided remotely, teleworking can be applied: a) after a
decision of the company's Management, for reasons of public health protection, the assistance of
which is determined by a decision of the Minister of Health and the in the case of the co-competent
Minister and for as long as these reasons last, b) at the employee's request, in the event of a
documented risk to his health, which will be avoided if he works remotely and not at the company's
facilities and for as long as this risk lasts. In case the company disagrees, the employee can request
the resolution of the dispute by the Labor Inspectorate, in accordance with paragraph B of article 3 of

Law 3996/2011 (A’ 170).

3. During remote work, the company covers the costs caused to the employee by this form of work,
i.e. the cost of the equipment, unless it is agreed to use the employee's equipment,
telecommunications, equipment maintenance and damage repair. It provides the employee with
technical support for the provision of his work and undertakes to restore the repair costs of the
devices used for its execution or to replace them in case of damage. This obligation also concerns the
devices belonging to the employee. The employment contract will define the method of monetary
recovery by the company of the above costs, as well as the cost, on a monthly basis, of the use of the

employee's home workplace.

4. The company is obliged to notify the employee in any convenient way, including e-mail, of the
working conditions which remain the same but which differ due to telecommuting, which include at
least the following: a) The right to disconnect, as analyzed in article 123 par. 10 of the Individual Labor
Law Code, b) the analysis of the additional costs periodically incurred by the teleworker from telework,
in particular, the cost of telecommunications, equipment and maintenance and the ways of covering
it by the company, c) the equipment necessary for the provision of telework, which the teleworker
has or the company provides him and the procedures for technical support, maintenance and repair
of damage to this equipment, d) any restrictions on the use of the equipment or IT tools, such as the
internet and the penalties in case of violation thereof, e) teleworking agreement, its time limits and
the employee's response deadlines, f) The health and safety conditions of telework and the
procedures for reporting occupational accidents, which the teleworker complies with, in accordance

with par. 9 of article 123 of the Civil Code Labor Law and g) the obligation to protect the professional
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data, as well as the personal data of the teleworker and the actions and procedures required to fulfill

this obligation.

5. The remote work agreement does not affect the worker's employment status and employment
contract as full-time, part-time, rotational or other form of employment, but only changes the way in
which the work is performed. Teleworking can be provided on a full-time, part-time or rotating basis,
independently or in combination with employment at the company's premises, depending on the

terms of the individual employment contract.

6. Without prejudice to the differences due to the nature of telecommuting, teleworkers have the
same rights and obligations as comparable employees within the company's premises, in particular,
in relation to the workload, criteria and evaluation procedures, rewards, access to information
regarding the company, their training and professional development, membership in unions, their

union activity and their unhindered and confidential communication with their union representatives.

7. The company checks the employee's performance in a way that respects his privacy and is in line
with the protection of personal data. The company does not use the camera (web cam) to check the

employee's performance.

8. The company informs the teleworker of its policy regarding health and safety at work, which
includes in particular the specifications of the telework space, the rules for the use of visual display
screens, breaks, organizational and technical means and any other necessary element. The teleworker
is obliged to apply the legislation on health and safety at work and not to exceed his working hours.
When teleworking is provided by the teleworker, it is assumed that the telework space meets the

above specifications and that the teleworker observes the hygiene and safety rules.

9. The teleworker has the right to disconnect, which consists in his right to completely refrain from
providing his work and, in particular, not to communicate digitally and not to respond to phone calls,
e-mails or any form of communication outside of working hours and against the duration of his
statutory holidays. It is prohibited to discriminate against a teleworker for exercising the right to
disconnect. The technical and organizational means, required to ensure the disconnection of the
teleworker from the digital tools of communication and work, are mandatory terms of the telework
contract and are agreed between the employer and the representatives of the workers in the
enterprise or farm. In case of lack of agreement, the means of the previous paragraph are determined

by the company and communicated by it to all employees.
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ARTICLE 10™ : ASSIGNMENT OF DUTIES AND TRANSFER

1. The Company at its discretion, taking into account the specialty and the special circumstances, has
the right to assign the employee other tasks similar, principally or in addition, to those for which the
initial recruitment was made or with which the employee deals, it is sufficient the new tasks do not
bring about a harmful change in the terms of the employment contract within the meaning of the Law,
and the employee objectively has the essential qualifications for the new tasks.

2. Position allowance, if provided by the Company to the employee holding a specific position, is cut
and ceases to be paid, when the employee is transferred to a position that does not justify such an
allowance, without this being a detrimental change to the terms of the contract, unless with the
written individual employment contract has been agreed otherwise and any more favorable terms to

date are maintained.

ARTICLE 11™ : EMPLOYEE BENEFITS

1. The salary of the official and technical staff as well as any allowances are determined by S.S.E. or
D.A. or D.A. specialty. Any higher wages paid are not affected by the application of the S.S.E.

2. The wages of the employees are paid every month with a computerized receipt - settlement note
and concern accrued wages.

3. Any non-employment of the employee through his own fault during all normal working hours or on
all working days justifies a corresponding cut in wages or charging of normal leave, as long as the
employee is entitled.

4. Where the wages paid to the employees are higher than the legal ones, in the amount that is beyond
the legal ones, every claim of the employee is included and consolidated, such as those indicated
below, e.g. increase due to family burdens, due to previous service, allowance of any category and
nature, etc. The demands of the employee after the end of his legal employment hours are not met.
5. For what is not specifically defined by this article, regarding salary and benefits, the provisions of

article 134 et seq. of the Individual Labor Law Code shall apply.

ARTICLE 12™ : WORKING HOURS

1. The Company defines the start and end of the working hours from 08:00 - 08:30 - 9:00 a.m. and
with a corresponding departure from 16:00 - 16:30 - 17:00 p.m., with 30 minute break, in accordance
with the relevant provisions in force each time, the laws, Ministerial or Administrative decisions, etc.,
which hours the employees must observe faithfully.

2. The Company, within the framework of the operation of its diagnostic laboratory, defines the start

of work of the employees in it from 07:00 a.m. to 3:00 p.m., and from 3:00 p.m. -21:00 pm with a 30-
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minute break, in accordance with the relevant provisions in force each time, the laws, Ministerial or
Administrative decisions, etc., which hours the employees must observe faithfully. It becomes clear
that none of the above employees work beyond the legal eight-hour working day. In the company's
diagnostic laboratories, a six-day weekly work system is also applied, in which case the full working
hours amount to six (6) hours and forty (40) minutes per day. The exact hours of the Employee are
determined in the individual employment contract.

3. For each employee, his schedule is defined upon his recruitment and is announced to the competent
public services.

4. In the event that the Employee comes to work after the specified time and within sixty (60) minutes,
he is obliged to leave after the specified departure time, i.e. until the eight (8) working hours are
completed.

5. The Company may extend the working hours in accordance with and within the framework of article
192 et seq. of the Individual Labor Law Code.

6. After the end of working hours and the departure of the workers, the Supervisors must inspect the
workplaces for safety reasons.

7. Both when the employees arrive and when they leave, at the beginning and end of the working
hours, the employees must update the work card in person and individually. Any violation of this
obligation constitutes a disciplinary offense and is punishable.

8. Overtime employment of employees is permitted to cover emergency needs and is always carried
out with the approval of the Company's Management or its authorized bodies.

9. After the end of working hours, it is absolutely forbidden for employees to stay in the workplace.
Employees staying without a special official order does not create a right or demand for overtime pay.
10. For the company's managers, as defined by the company's organizational chart, although they do
not cease to be employees with a full-time employment relationship, they are exempt from the
application of the provisions of the labor legislation, regarding working time limits, weekly rest, the
taking of leisure leaves and the compensation or surcharge for overtime and overtime work on
Sundays and exceptional holidays or at night or away from home, which are incompatible with their
prominent position and the fulfillment of their contractual obligations. This also applies to the
employees in the Production and Research Departments of the company if this is deemed necessary.
These derogations are accepted only if equivalent periods of compensatory rest are granted to the
workers concerned or if, in exceptional cases where it is objectively impossible to grant equivalent
periods of compensatory rest, appropriate protection is provided to said workers in accordance with

and with the assessment of the occupational risk as provided for in article 8 par. 1 of the p.d. 17/1996.
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11. The concept of a managerial position, regardless of whether or not the employee has the title of
its holder, is determined based on the objective criteria of good faith and common experience and
logic, from the nature and type of services provided they are judged unanimously as well as by the
special relationship of the one who provides them both to the employer and to the other employees.
12. In any case, the amount of an employee's salary is not sufficient in itself to grant him the status

of a managing employee, as this is determined by the nature, type, and importance of the services

provided by the employee and above all by his ability to decisively influence, due to the position and

duties assigned to him, the directions and development of the business.

ARTICLE 13™ : BENEFITS — ETHICAL REMEDIES — OPTIONAL & SOCIAL BENEFITS

1. The company may, within the scope of its budget, provide benefits such as e.g. support for patients
who go abroad for serious reasons, excursions, gatherings, children's parties, cutting of the king cake,
sports events, etc.

2. For the staff entitled to special uniforms (overalls, blouses, shoes) as well as the personal tools of
the technicians, the company in consultation with the workers' supervisors determines the quality and
other specifications thereof.

3. The company may voluntarily cover all its personnel with private insurance for risks mentioned in
the relevant contract.

4. The Company may provide cars to specific employees, depending on the duties of their position,
which are intended for the better execution of their work, i.e. to serve the operational needs of the

company and must be used only by them.

ARTICLE 14™ : PERMITS OF WORKERS

1. Every employee, from the beginning of his work and until the completion of twelve (12) months of
continuous employment, is entitled to receive a percentage of the annual normal leave with wages in
proportion to the working time he has completed in the same obliged enterprise. The granting of the
leave will be regulated in such a way as to satisfy any relevant request of the employees, after taking
into account the service needs and the priority or the need of another fellow employee. For the rest,

the provisions of article 211 et seq. of the Individual Labor Law Code apply.

The company is underperforming in August due to an underperformance of its suppliers, so staff

should plan most of their leave for that period.

2. Paternity Leave: Every working father is entitled to a paid paternity leave of fourteen (14) working

days, which must be taken upon the birth of the child. This leave may: either a) be granted two (2)
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days before the expected date of delivery, in which case the remaining twelve (12) days are granted,
in whole or in part, immediately due to the birth of the child, within thirty (30) days from the date of
birth or to be granted after the date of birth. For the smooth operation of the company, the employee
must notify the expected day of delivery, in order for the latter to receive timely knowledge. Paternity
leave is compulsorily granted by the company and does not depend on previous employment or
seniority or on the employee's marital or family status. In case of adoption or foster care of a child,
aged up to eight (8), paternity leave is granted from the child's inclusion in the family. A condition for

using the above license is the written notification to the company of the upcoming birth of a child.

3. Parental leave: Every working parent or person exercising parental care has an individual and non-
transferable right to parental leave for raising the child, lasting four (4) months, which they can use
continuously or in parts, until the child reaches the age eight (8) years of age, in order to fulfill the
minimum upbringing obligations towards him. In case of adoption or fostering of a child up to eight
(8) years of age, parental leave is granted when the child joins the family. For parental leave to be
granted, the working parent must have completed one (1) year of continuous or consecutive fixed-
term employment contracts with the company, unless it is more favorably defined by a special
provision of law, decrees, regulations, collective labor agreements, arbitration decisions or employer

and employee agreements. For the rest, the provisions of article 221 of the Individual Labor Law Code

apply.

4. Carer's leave: Every employee who has completed six (6) months of continuous work or with
consecutive fixed-term employment contracts is entitled to a carer's leave, i.e. a leave to care for a
person (relative or person living in the same household), who needs significant care or support for a
serious medical reason which is confirmed by a medical opinion, lasting up to five (5) working days for

each calendar year.

5. Maternity leave: The total duration of maternity leave is set at seventeen (17) weeks. Eight (8)
weeks shall be compulsorily granted before the probable date of delivery and the remaining nine (9)
after delivery. In the event that the birth takes place earlier than originally anticipated, the rest of the
leave will be compulsorily granted after the birth, in order to ensure a total leave time of seventeen
(17) weeks. The time of this leave is paid in accordance with the legislative provisions provided for this
matter. Pregnant workers are excused from work without pay cut, upon prior notification of the
employer, by any reasonable means, in order to undergo prenatal check-up tests, as long as these

tests must be done during working time. Employees are granted one (1) day off per year with pay to
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perform a gynecological check-up. For the rest, the provisions of article 226 et seq. of the Individual

Labor Law Code apply.

6. Child care leave: The working parent, regardless of the type of activity of the other parent, even if
the other parent does not work, is entitled, alternatively between them, to the child care leave. The
leave is granted for a period of thirty (30) months from the end of the maternity leave or the special
maternity protection benefit or the parental leave, as reduced hours. During the above period, the
parent who makes use of this right is entitled either to arrive one (1) hour later or to leave one (1)
hour earlier each day from work or to interrupt it by one hour daily, according to with his application.
The reduced working time and its arrangement is the subject of an agreement between the company
and the working parent and takes place in accordance with the provisions of article 229 of the

Individual Labor Law Code.

7. Permission to monitor a child's school performance: A working parent, full-time or part-time, has
the right for every child, up to eighteen (18) years of age, who attends elementary or secondary
education courses, as well as the parent of a child with special needs, regardless of age of the child,
who attends a special education structure of the Ministry of Education and Religious Affairs or is
enrolled and attends programs in Day Care Centers for people with special needs (KD-DF ApaA),
Centers for the Creative Employment of People with Special Needs (KDAP AmaA) and special training
schools, to be absent, without a cut in his wages and after the permission of the company, during
certain hours or the whole day, from his work, until the completion of four (4) working days days,
every calendar year, in order to visit his children's school, to monitor their school performance and
their general attendance. The manner of granting this license is specifically defined in article 230 of

the Individual Labor Law Code.

For what is not specifically regulated in this article, the company refers to the provisions on permits

of the Individual Labor Law Code, which it considers to be an integral part of this.

8. The Employee who is forced to be absent from work due to illness or force majeure, has the
obligation to notify the Personnel Department or the Head of his department within the next working
day.

9. By December 31st, all employees must have used up all the vacation days they are entitled to.

10. The employee's unjustified and arbitrary absence is a disciplinary offense if it lasts for three (3)

days or more.
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11. The absence of employees is also considered to be their non-arrival at the place of work during
the hours and days required by their employment relationship with the Company. Absence of the
employee after notification for up to 2 hours is not charged as leave.

12. The leave can be interrupted either at the request of the employee, or for a particularly serious

official need.

For the rest and what is not specifically mentioned herein, the provisions of the Individual Labor Law

Code shall apply.

ARTICLE 15™ : OBLIGATIONS OF THE EMPLOYEES

a) The employee is obliged during the performance of his work:

1. Not to be substituted in the provision of his services by another person.

2. Not to create debts, expenses or other obligations in the name and account of the company.

3. Not to take actions that constitute, directly or indirectly, reasons for damage to the financial and
other interests of the Company and not to take any action or action contrary to the interests,
instructions and suggestions of the Company in general.

4. Not to disclose and communicate, partially or fully, to third parties, material and information
entrusted to him by the Company, or received during his work at the Company or on the occasion
thereof.

5. To respect his colleagues, the managers and shareholders of the Company, to avoid any form of
conflicts, with customers, colleagues, and partners of the Company, as well as any other action,

contrary to the interests, instructions and suggestions of the Company.

6. To report immediately and without culpable delay, to the managers and directors of the Company,
any information that, by chance or actually, he collected, during his work, that concerns the Company
and, there is even a small possibility of damaging the work of. In the same way, he is obliged to
immediately inform the Company of any customer complaint or protest, as well as of any problem

that may have arisen between himself, his colleagues and the Company's customers.

7. To undergo general or special medical examinations, when these are defined by the Company

and/or other insurance and/or government organizations.

8. Not to smoke in places where smoking is prohibited and to comply accordingly with the instructions
and orders, which are written on posted signs in the workplaces and are imposed for reasons of

accident prevention and employee protection.

9. To report without any delay, any accident that occurs during working hours.
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10. To be addressed hierarchically for their official and individual problems.

11. To comply with the decisions and orders of the Administration and to avoid unfair criticism.

12. To know and strictly observe the rules of safe work and to wear the personal protective equipment
provided by the Company, fire safety in general against work accidents. All workers must wear special
clothing where provided.

13.To inform the personnel department of any change in his personal or family situation. The omission
of this information, as the case may be, has the consequence of losing any rights, until the date on
which he presents the change. He must also inform immediately of any change of his residential

address and telephone number.

14. Employees are prohibited from accepting directly or indirectly gifts from third parties that are

related to the performance of their duties.

15. To take care of his personal cleanliness as well as the cleanliness of his workplace.

b) In particular, Supervisors-Employees are obliged to:

1. To formulate and address assignments, suggestions and observations to their subordinates with
decorum and delicacy.

2. To inform the employees about official matters, and to create an official climate of cooperation
during the execution of the work.

3. To ensure the observance of order and discipline, and to ensure the physical integrity and safety of
their existing employees, because they have a legal and moral responsibility.

4. To know that the evaluation and judgment they make about the employees of their responsibility
must be objective and impartial, because this is what law and ethics require, but also because their
superiors will judge them for these judgments and their same.

5. Not to employ their subordinates in tasks unrelated to the service.

ARTICLE 16™ : EMPLOYEE RIGHTS

a) Requests - Complaints

1. Employees' complaints and requests must be submitted to their immediate supervisor. Preference

should be given to written wording and avoid oral reporting.

2. If the direct Supervisor disagrees, neglects or delays in giving an answer or solution to the
complaints and requests within five (5) days at the most from the day of submission, then the

employee has the right to address the Management to which he belongs.
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ARTICLE 17™ : EVALUATION OF EMPLOYEES

1. The evaluation of employees takes place: (a) once a year regularly, (b) when the employee changes

duties and position, (c) in any other cases deemed necessary by the company (e.g. promotion).

2. The evaluation is carried out based on a system determined by the company depending on business

conditions, the category of personnel under evaluation and the requirements of the Law.

3. The aim of this process is to evaluate the professional potential and abilities of the employees and

their achievement of the set work goals.

3. The evaluation process is communicated to employees in a timely manner.

4. The head of each department is responsible for the evaluation of the employees of his department.
5. The employee has the right to be aware of his evaluation and to quote his comments in writing.

6. The documents containing the evaluations are kept in the Human Resources Department.

ARTICLE 18™ : PAYMENT PROCEDURE

1. The Company's Management sets the day when all kinds of payments must be made to the
employees and pays accruals.

2. Payroll payments are made exclusively through the Bank. Receipt of the payroll receipt and its
signature are proof of agreement on the correctness of their payroll data. The payroll receipt will
include:

a) any type of remuneration given to the employee.

b) the reservations that will be made which will be:

2.1. For advances against wages.

2.2. For contributions to the main insurance or auxiliary insurance agencies.

2.3. Legal taxes or extraordinary contributions which must be withheld by the employer.

2.4. For imposed fines permitted by applicable company regulation.

2.5. For damage caused by the employee to the company's premises, machines or goods, subject to

article 664 of the Civil Code.

ARTICLE 19™ : SALARY DEDUCTIONS

Employees' wages are subject to deductions by the competent Services for debts if they come from:
1. Law or Court Decisions.

2. Advances against wages.
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3. Amounts of money, which have been charged against the employee by the Company, as

compensation for damages caused by fraud within the meaning of article 664 of the Civil Code.

ARTICLE 20™ : ADDITIONAL BENEFITS

The Employee is entitled to and will receive from the Company all of the expenses incurred by them,
in order to process the orders and tasks of the Company, in the event that the execution of these
caused the payment of such expenses. Only actual expenses, proven feasibility of promoting the
company's operations are attributed and the payment of these costs does not in any case constitute
additional remuneration of the employee. This also applies to all kinds of expenses, accommodation,
food and transport, which are exceptionally carried out by the Employee, for the Employee's travel
and stay outside (100) kilometers from it. The Company may prepay part or all of the above budgeted
expenses. No payment is made if the Employee does not draw up the relevant payroll form and does
not sign the relevant payment orders of the Company's Accounts Office.

It is expressly agreed between the parties, "Company" and "Employee", that no service may be
provided outside of the herein expressly agreed working hours, expressly prohibited any exceeding of
the work limits hereby established or on days of official recognized holidays and the weekends.

No obligation to pay compensation or remuneration, for overtime or overtime, will be paid, unless the
"Company" requests, exclusively and only in writing, from the "Employee" the provision of its services,
beyond those agreed upon. Exclusively in the case of a written request from the "Employer" for
additional work, of the agreed document type, as the only means of proof, excluding everything else,

even the oath, the "Employee" will receive the additional fees.

ARTICLE 215" : TERMINATION OF EMPLOYMENT CONTRACT

The employment contract is terminated in the following cases:

a) Upon the death of the employee.

b) Upon reaching the age limit for full retirement.

¢) With the termination of the contract by the company, accompanied by the legal compensation.
d) With the issuance of an irrevocable conviction by a Greek or Foreign court for committing the
following crimes: theft, embezzlement, fraud, extortion, disloyalty, breach of duty, forgery, perjury,
bribery, false declaration, possession, use, trafficking, drug dealing.

e) voluntary departure of the employee.
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ARTICLE 22"° : DISCIPLINARY LAW

a) In general

Any breach of official duty by act or omission that can be imputed, is a disciplinary offence.

The official duty is determined by:

1. The obligations arising from the employment contract.

2. The provisions and instructions, which apply each time.

3. The transactional faith and the appropriate morals.

b) Disciplinary offenses are:

1. The performance of the service for a time less than the specified hours, which is a consequence of
arbitrary or unjustified absence or tardiness or early departure, interruption without substantial
reason or relevant permission, or employment in projects unrelated to the work assigned to the

employee.

2. The failure to exercise official control and supervision, the judgment of subordinates without
conscientiousness and objectivity, the lack of willingness to perform service, the unjustified reduced

performance and generally the unsatisfactory performance of the official duty.

3. The refusal or unjustified postponement of the execution of the orders or instructions given by the
competent Supervisors, the use of information related to the service for personal gain, the criticism

of the Company in an abusive manner and continuous bad behavior in the service.

4. The acceptance of any material favor, coming from persons whose affairs the employee manages

or is about to manage.

5. Any abuse of power, brutal behavior, partiality, unfairness disciplinary action, the silence or non-

examination of complaints.
6. The use of third parties to obtain official favor, the modification of the instructions of the service.

7. The generally continuous and over time continuous defective execution of the assigned work and

the unjustified obstruction in the processing of the corporate affairs assigned to it.

8. Systematic or proven indifference to the protection and safeguarding of the Company's interests
and property, as well as damage from abnormal use, abandonment or unauthorized use or

mismanagement of all kinds of financial data, especially by those authorized for this purpose .

9. Refusing the employee, in case of iliness, to undergo a medical examination by the company's health

service or the company's specially authorized doctor.

10. The employment of the staff by the hierarchical superiors in tasks unrelated to the service.
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11. The employment with personal or unrelated tasks without the knowledge of the Supervisor, or
use of company equipment and instruments for personal reasons, the violation of the duty of

confidentiality for company matters.

12. The commission of a criminal offense including theft, fraud, forgery, false statement, violation of

the Law on Drugs, as long as criminal prosecution has been instituted for these offenses.
13. Non-use or incorrect use of the digital job card.

c) Procedure - Penalties - Jurisdiction

When a disciplinary offense is identified, the following actions must be taken:

1. To summon the employee to an apology. It should be noted that the call for apology is signed by
the manager of the employee. The employee's apology must be submitted within 48 hours (two (2)
business days). In the event that the employee requests written clarifications or becomes aware of
any report, on the basis of which he is accused, the 48-hour deadline is extended accordingly up to

three times the above deadline.

To receive knowledge of all the disciplinary file formed against him, as well as copies of the existing

documents.

He has the right to be represented by a lawyer of his choice and to request the examination of

witnesses to overturn his accusation.

2. After receiving the justification and if the accusation is established, the penalties are imposed

according to the seriousness of the offense.
3. Disciplinary penalties

I. Verbal observation.

Il. Written observation.

lll. Written reprimand.

IV) a fine of up to 25% of the daily wage or the wage corresponding to one day. For multiple disciplinary
offences, more than one fine may be imposed at the same time, even if the total amount exceeds the

above maximum.

V) Mandatory absence from work, which is imposed for the most serious disciplinary offences. A

condition for its enforcement is the recurrence of a serious disciplinary offence. In other words, the
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same employee must have committed a serious disciplinary offense and then commit another one,
without requiring identification between the two offences. During the period of acceptance, the
employee is not entitled to wages, but his employment contract is not terminated, it is simply

inactivated.

Against this last penalty, under point (V) an appeal is allowed within 5 days of the notification of the
penalty before the Commission of the Ministry of Labor established at the prefectural level or any
other competently mandated public body. Prefectural Level Committees of the Ministry of Labour).
The appeal has the effect of suspending the execution of the sentence. Any refusal by the company to

employ the employee is illegal and puts the employer in overdue status.

ARTICLE 23"° : DISCIPLINARY BODIES

a. The penalty of verbal observation, written observation and written reprimand are respectively
imposed by the Heads of the Administrative Hierarchy.

The above penalties may be imposed on Directors, Deputy Directors and supervisors by the Managing
Director of the Company.

It is understandable that each one of the above Supervisors has the right to impose penalties on the

lower level of the hierarchy.

The disciplinary action for the Heads of the Administrative Units is carried out by the Managing

Director of the Company, and for ordinary employees by the Heads of the administrative hierarchy.

All referrals of employees are made to the Disciplinary Council, following the recommendation of the
company's General Counsel.

In the event that the employee's offense in question is so serious that the Director deems that a
penalty greater than that of his jurisdiction should be imposed, he may refer him to the Disciplinary
Council upon recommendation to the Director's Counsel. During the discussion of the matter at the
Disciplinary Council, the interested party has the right to appear in person or with the presence of his
attorney and to develop his views and therefore the Director of the department where he belongs,
must notify him in time.

Copies of all documents of the disciplinary process are entered in the employee's individual file.

ARTICLE 24™ : COMPOSITION OF DISCIPLINARY COUNCILS

1. The Disciplinary Council consists of the representative of the company appointed at the beginning
of each year by decision of the Board of Directors of the company and who is the President, the

employee's Supervisor and a representative appointed by the employee.
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In the case of a disciplinary offense against a Director or Deputy Director, the composition of the
Disciplinary Council does not include directors, but two members of the Board of Directors. of the
company defined by it and a - representative of the disciplinary person.

2. The Disciplinary Council has a quorum of at least two (2) members present and in case of a tie, the

vote of the President prevails.

ARTICLE 25™ : HEALTH OF WORKPLACES

The Company has made the protection of the Health and Safety of its personnel a key priority and
primary concern.

To achieve this goal, the Company:

A) ensures the necessary resources and means of safe work.

B) strengthens the culture for knowledge of the risks in the production process, as well as for the
cultivation of a common awareness and behavior of safety among the workers.

C) It has established every international best practice that contributes to creating a climate of safety
in the workplace.

D) Inspects on a continuous and systematic basis the organization and observance of personnel health

and safety procedures.

ARTICLE 26™ : INFORMATION AND PARTICIPATION

The Directors of the various departments have the right to information on personnel matters and the
progress of the company. In particular, they are informed about:

1) Change of legal status of the company.

2) Total or partial transfer, expansion or limitation of its facilities.

3) Introduction of new technology.

4) Change in the personnel structure, reduction or increase in the number of employees and
availability or rotating work.

5) The annual investment planning for the company's health and safety measures.

6) The planning of any overtime and overtime employment.

7) The general trends of the business in the financial sector and in production planning.

8) The balance sheet and account of the business.

9) The operating account of the business.

10) The preparation of informative programs on the new methods of business organization and the

use of technologies.
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11) The planning of the training, continuous education and retraining of the staff, especially after each

transformation of the technology.

ARTICLE 27™ : STAFF TRAINING

The Company takes care of the continuous professional education, training and information of its
employees. More specifically, the training is continuous, with a long-term horizon and a character that
is linked to the requirements of each role and the strategic planning of the Company. Employees are
always trained in accordance with their specialty and with the ultimate goal of enriching their
knowledge, providing specialization, the safety of themselves and their colleagues, knowledge of the

Company's operations and its business environment.

ARTICLE 28™ : PROHIBITED CONDUCT — DEFINITIONS

Violence and harassment means the forms of behavior, acts, practices or threats thereof, which are

intended, lead or may lead to physical, psychological, sexual or financial harm, whether manifested

individually or repeatedly.

Harassment means forms of behavior that have the purpose or effect of violating the dignity of the

person and creating an intimidating, hostile, humiliating, humiliating or aggressive environment,

regardless of whether they constitute a form of discrimination, and include harassment based on

gender or for other reasons of discrimination .

Gender-based harassment means forms of behavior linked to a person's gender, which have the

purpose or effect of violating that person's dignity and creating an intimidating, hostile, degrading,

humiliating or offensive environment.

These forms of behavior include the sexual harassment of Law 3896/2010, as amended, as well as

forms of behavior linked to a person's sexual orientation, expression, identity or gender

characteristics.

e Asanincident of violence and harassment, the following are considered indicatively mentioned:

e Threatened or actual physical violence.

¢ Intimidation, oppression, stalking.

e Use of offensive language, mocking, obscene, sexual, racist comments — jokes.

e Comments and jokes related to another's religious beliefs.

e Spreading malicious comments.

¢ Insulting and persistent questions about someone's age, marital status, personal life, sexual
interests or preferences, and questions about race or ethnicity, including cultural identity and

religion.
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e Aggressive or threatening behavior which causes another person to reasonably fear
e Verbal hostility

e Overt threats

e Threats related to the position and working conditions

e Offensive comments or jokes, which are about another person

e Arrogant, belittling and derogatory comments

e Acts of retaliation

e Domestic violence spilling over into the workplace

e Sexual comments, jokes, gestures

¢ Immoral and/or offensive comments about gender or sexual orientation
¢ Indistinct questions about personal or sex lifeZe€ovahika umtovooUpeva
¢ Invitations for dating or sexual intercourse

¢ Unwanted touching, whistling, caressing, kissing

e Persistent or lustful gazes

e Sending messages of erotic or sexual content (by phone or e-mail)

What does NOT constitute an incident of violence and harassment:

e Directly supervising employees, including setting performance expectations

e Taking action to correct performance, such as placing an employee on a performance
improvement plan

e Assignment of tasks and guidance on how and when they should be done

¢ Request updates or job progress reports

e The approval or denial of a license

e Request for documentation of absence for health reasons based on the applicable provisions

e The moral or financial reward of excellent employee performance

e Providing constructive feedback on work performance

e Workplace means a wider spatial context, in which incidents of violence and harassment can take
place, specifically:

¢ In the workplace, including public and private spaces and spaces where the employee provides
work, receives remuneration, takes a break or rests, personal hygiene and care areas.

e In commuting to and from work, other commuting, business travel, education, as well as work-
related events and social activities.

e During work-related communications, including those made through information and

communication technologies (company e-mails and mobile phones).
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Domestic violence: All acts of physical, sexual, psychological or economic violence that take place
within the family or home, regardless of biological or legal family ties, or between former or current
spouses or partners, and regardless of whether the perpetrator shares or previously shared the same
residence as the victim. Domestic violence that takes place in the workplace, for example through
physical violence, sexual harassment and stalking by current or former partners, is a serious form of
workplace violence. Acts of domestic violence, including stalking/stalking, can also be committed by
people in the same work environment, with whom they have (or have had) close relationships.

Domestic violence, in any of the above forms, inflicted on the employee during telework.

ARTICLE 29™ : OBLIGATIONS OF THE COMPANY - MEASURES TO PREVENT INCIDENTS OF VIOLENCE

AND HARASSMENT

The Company declares, once again, its zero tolerance for any incident of violence and harassment, in
whatever form it may take, including sexual harassment and gender-based violence, which takes place
at work or on the occasion thereof, by an employee against of another employee, by a supervisor, by
an authorized person, which is understood as an employer, by a customer, visitor, supplier and any
third party. The Company takes all appropriate and necessary measures with the aim, on the one hand,
of preventing and, on the other hand, dealing with and managing such incidents and forms of
behavior. More specifically, the Company:

e |t provides information, as well as appropriate training to its employees about dealing with
incidents of violence and harassment, their management, their responsibilities and rights.

e Collaborates with the competent Occupational Physician, in order to update the Occupational
Risk Assessment Study, so as to include psychosocial risks, including the risks of violence and
harassment at work, and the prevention of incidents of violence and harassment in the
workplace.

e Oversees the implementation of this policy and takes action against employees who do not
comply.

e Ensures a safe and fair working environment.

¢ Imposes the necessary and appropriate sanctions in the event of detection of prohibited behavior

by any employee, customer, visitor, supervisor.

. Rights and Obligations of employees

Every employee is entitled to:

e to be treated with respect and courtesy
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not to be subjected to violent behavior, harassment, including sexual and gender-based violence,
adverse discrimination and intimidation

to report any incident of prohibited behavior in the workplace (in accordance with this policy, as
detailed below), without becoming a victim or suffering any other adverse consequence or

retaliation.

Every employee is obliged to

to comply with this policy and all applicable and applicable procedures for the purpose of both
his personal protection and that of the other employees of the company

immediately report any incident of violence and harassment to his supervisor

to cooperate in case of investigation of any complaint, which may have been submitted according
to the procedure below

to participate in actions and training programs of the Company regarding incidents of violence

and harassment

Il. Additional obligations of Directors and Supervisors

In particular, the Directors and supervisors of the company must additionally:

ensure the implementation of this policy in their area of responsibility

set appropriate standards of behavior in their area of responsibility

not to engage in undesirable and prohibited behaviors themselves, in the context of performing
their duties

to act immediately when they become aware of any manifestation of prohibited conduct
encourage employees to report any incidents of violence and harassment that they have
experienced or come to their attention

immediately inform the Company's Management of any incidents of violence and harassment

that took place in their area of responsibility

Ill. Guidelines for preventing and dealing with incidents of violence and harassment

With the aim of preventing and dealing with incidents of violence and harassment in the workplace,

it is appropriate for employees to:

Seek comprehensive and objective information on violence and harassment legislation and
protection mechanisms. The Company may provide assistance and information regarding such
matters.

Participate in actions and programs aimed at combating stereotypes, prejudices and adverse
discrimination.

They correct their behavior when they realize that it bothers or offends a colleague or partner.
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e They define their individual boundaries to those around them.
¢ Do notignore incidents of violence and harassment.
¢ Do not feel embarrassed, ashamed, or blame themselves for the perpetrator's behavior.
¢ Do not justify the behavior of the perpetrator.
e Resist or deal with violent or harassing behavior calmly and decisively.
e Keep a log of incidents of violence and harassment.
e They inform their supervisor or the company through informal, open and honest dialogue.
e Submit a written complaint, via e-mail, for further support to: hr@infosupport.gr in case no
solution has been reached, regarding the complaint regarding violent or harassing behavior at

work.

IV. Procedure for Submission and Management of Internal Complaints — Reporting Person

Any employee against whom any incident of violence and harassment occurred may submit a verbal
or written complaint to the Head of the Human Resources Department, who is also defined as the
"person of reference" for this policy.

The complaint may be submitted in person or via e-mail. The complaint cannot be made anonymously.
The complaint should include the information of the person complained of, i.e. the person who
engaged in a form of prohibited behavior, as well as the specific incident(s) that substantiate it.

The Human Resources Manager thoroughly investigates each complaint and collects any necessary
information regarding it. Complaints and investigations remain strictly confidential to the maximum
extent possible, taking into account the sensitivity of the case and the privacy of all involved. In
particular, he may speak with the complainant and the person complained of, examine witnesses,
request the production of documents that may exist and from which it is proven that any incident of
violence and harassment took place or not and communicate with the heads of each department, in
case which the complainant addressed to them.

Once the Head of the Human Resources Department completes her investigation, she submits a
written report to the company's Management, in which she states the result of the investigations. The
results of the investigation are simultaneously communicated to both the complainant and the
complained-of, in order for them to become aware of them. The completion of the investigation and
the submission and communication of the conclusion of the Human Resources Department Manager
must take place as soon as possible and in any case no later than the period of 3 weeks from the date
of submission of the complaint by the complainant.

The affected party has — in addition to the above report to the Head of the Human Resources

Department, the possibility of filing a complaint with the independent department of the Labor

30



Inspection Corps (S.E.P.E.), through the citizen service telephone line 1555, as well as for the direct
psychological support and counseling service for female victims of gender violence to be able to
contact the SOS Line 15900 of the General Secretariat of Family Policy and Gender Equality.

In the event that an incident of violence and harassment actually occurs, the Company's Management
will, on a case-by-case basis, take all necessary, appropriate and appropriate measures against the
person complained of. These measures may include indicatively: a) the recommendation of
compliance, b) the change of the job position, hours, place and way of providing work, c) the

termination of the contract of employment or cooperation with the company.

V. Rights of victims

According to the current legislation, every person who experiences an incident of violence and
harassment against him has the right to leave the workplace for a reasonable time, without loss of
salary or other adverse consequence, if in his reasonable belief there is an imminent serious risk to
the his life, health or safety, in particular, when the employer is the perpetrator of such behavior or
when he does not take the necessary appropriate measures to restore work peace, or when these
measures are not sufficient to stop the behavior of violence and harassment. In this case, the person
leaving is obliged to inform the "reporting person" beforehand in writing, stating the incident of
violence and harassment and the incidents that justify his belief that there is an imminent serious risk
to his life, health or safety .

In addition, employees who face incidents of violence and harassment at work have the right to appeal
to the competent authorities, as defined by the legislation (a. right to judicial protection, b. right to
appeal and submit a complaint and request for a labor dispute in Labor Inspection, within the
framework of its statutory powers, c. report to the Ombudsman, within the framework of his statutory

powers).

VI.  Obligation of impartiality and confidentiality

The Head of the Human Resources Department is obliged to act in the process of investigating
complaints in an objective and impartial manner. In addition, he must behave with respect to all
parties involved and in a confidential and confidential manner.

It is completely prohibited to publish or disclose to non-involved parties any information concerning
the complaint under review.

The above obligations also fall on the Management of the company during the final stage of taking

measures and decisions.
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VII. Prohibition of Retaliation- Victimization of the Complainant

Retaliation and victimization of the complainant who, as an aggrieved person, asserted his rights and
submitted a written complaint regarding an incident of violence and harassment is prohibited.
Retaliating against and victimizing the complainant is a serious violation of this policy and carries
consequences for the person doing so.

VII. Tuvepyaoio e SLOLKNTLIKEG Kall SIKOLOTIKEG OLPXES

In the event that the affected person has reported the incident of violence and harassment before any
administrative or judicial authority, the company undertakes to provide any necessary help and
assistance, as well as any information it may have to the competent authorities.

IX. Cases of domestic violence

The Company takes, as far as possible, measures to protect employment and support working victims
of domestic violence. Any employee who has suffered domestic violence, which also extends to the
workplace, may report this fact orally or in writing to his supervisor or the Personnel Manager in order
for the company to be informed and to take the appropriate and necessary measures.

X. Malicious Complaints

Complaints that prove to be malicious will be considered unacceptable and will be further investigated
at the discretion of the Group, both in terms of motives and those involved, in order to restore order
in a legal way and means.

IX. Deviations

Deviations from the application of this Policy cannot take place.

Employees who need more information or have questions about this policy can contact their

Supervisor or the Company's Legal Department.

ARTICLE 30™ : ANNOUNCEMENTS

1. Circulars, written instructions and announcements of the Company's Management, which refer to
the employees, complete this Work Regulation from the date of its notification to the Company's
employees by wall-sticking - posting in the special positions of the announcements. Announcements
or circulars cannot be contrary to the provisions of the Internal Regulation.

2. According to the previous paragraph, the publication of the circulars of the documents, orders and
announcements of the Administration, is considered as a personal service to each employee, and the

display of ignorance on his part is not justified.
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ARTICLE 3157 : APPLICATION OF REGULATION

1. Any non-strict and scrupulous application of the provisions of this Regulation cannot be
considered as a waiver of the rights arising from these provisions.

2. Acquired rights of the Company's Personnel are not affected by the application of the provisions
of this Regulation if and to the extent provided by the existing Legislation.

3. The Company's rights are also not affected.

ARTICLE 32: GENERAL - FINAL PROVISIONS

1. This Regulation shall enter into force five (5) days after its notification to the existing staff of the
company, and shall be applied directly to the recruitments that will be made after its entry into force.
2. Amendments to the legal framework for the operation of the company (mandatory provisions of
the law) apply accordingly to this regulation and take precedence over it.

3. The provisions of the Individual Labor Law Code are an integral part of this.

4. This Regulation is inextricably linked and complemented by the established Policies and the
established Codes of the company, specifically by: Code of Ethics and Conduct, by the Policy for the
prevention and combating of violence and harassment at work, by the Policy to combat of bribery
and from the Complaints Management Policy. All of the above are posted on the company's website,

so the Employee can also be informed.

Approval of Regulation: 23/1/2024 — Decision of the Board of Directors
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