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I. Principle

The hubergroup expects its employees and business partners to always behave
ethically and to comply with the local law and with the hubergroup Code of Conduct
in section 1.2.

We promote a speak-up culture and encourage all employees to report violations or
concerns in good faith. Any form of retaliation against those who raise such concerns
will not be tolerated.

1. Goal

The General Act on Equal Treatment is intended to prevent or eliminate
discrimination against people based on one or more of the following grounds of
discrimination: race, ethnic origin, religion, world view, disability (including illnesses),
age and sexual identity.

1. Explanation on terms of discrimination / disadvantage
1. Race

Discrimination occurs when a person treats another person unequally - because
of what you consider to be a difference in race e.g. because of the colour of his
skin.

2. Ethnic origin

Discrimination based on ethnic origin occurs when someone - regardless of their
religion - is discriminated against because of their origin. This does not include
nationality or citizenship.

3. Gender
Discrimination occurs when a person is disadvantaged because of his or her
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gender. An example of this is when women and men are paid differently for the
same work. It also includes discrimination against lesbian, gay, bisexual, trans,
intersex or a-sexual people, queer people and other discriminated gender, sexual
and romantic orientations/identities.

4. Religion

Discrimination exists when a person is treated unequally because of membership
or non-membership in a religion.

5. Worldview

This term summarizes how someone understands the world or explains the world.
The worldview makes clear what a person considers important and right in the
world. Some people have a scientific worldview. They assume that there is a
scientific explanation for everything. Still other worldviews are shaped by what
people think a state's policies should look like, for example.

A worldview that very consciously opposes other views and allows only its own
worldview to be considered <correct is called an “ideology."
Discrimination is given if a person is disadvantaged because of such "world views".
Personal attitudes, sympathies or attitudes, on the other hand, are not a "worldview".

6. Disability

Discrimination against a person based on disability exists when his or her
participation in the life of society is impaired by his or her physical function, mental
ability, or mental health, and he or she is treated unequally for this reason.

7. Age

Discrimination occurs when a person is treated unequally on the basis of age, e.g.,
when younger people - despite demonstrating ability - are excluded from higher
positions in the workforce or are denied access to clubs in private life.

However, unequal treatment based on age may also be permissible if it is justified
by a legitimate aim. This may be the case, for example, to promote disadvantaged
younger or older employee groups.

8. Sexual identity

Discrimination exists when someone is discriminated against because of sexual
identity - when gay men, lesbian women, bisexual, transgender or queer people
are treated unequally for this reason. The same applies to heterosexuals
compared to the previously listed people.

Any harassment, such as hostility, threats, or physical assault by another person
is also considered discrimination.

8.1 Sexual harassment - clarification of term
Sexual harassment is prohibited discrimination and cannot be tolerated if:
e itis unwanted, sexual behaviour and

o the purpose or effect is to violate the dignity of the person concerned. The
form of harassment is irrelevant; it can be in writing, verbally, through gestures
or other forms of behaviour.
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8.2 Sexual harassment - categories

Sexual harassment can be verbal, non-verbal, and physical. The following are some
examples of this:

Verbal
o sexually suggestive remarks and jokes
e intrusive and insulting comments about clothing, appearance or personal life
o sexually ambiguous comments
e questions with sexual content, e.g. about private life or intimate sphere
o solicitations for intimate or sexual acts, e.g., "Sit on my thighs!"
e sexualized or inappropriate invitations to date the person

Non-verbal
o intrusive or intimidating stares or suggestive glances
o Whistle behind
o unsolicited e-mails, text messages, photos or videos with sexual reference
o inappropriate and intrusive advances in social networks
« hanging or distributing pornographic material
e indecent exposure

Physical

« any unwanted touch (patting, stroking, pinching, hugging, kissing), even if
the touch seems accidental

o repeated physical approach, repeated jostling, repeated failure to maintain
the usual physical distance (about an arm's length)

o physical violence as well as any form of sexual assault up to and including
rape

IV. Consequences

The hubergroup expects its employees to behave ethically within the hubergroup
companies and in their dealings with business partners or private individuals.

An employee's violation of a general act on equal treatment leads, depending on the
severity of the violation, to sanctions under labor law such as admonishment, warning,
reassignment, transfer or termination. Managers are specifically accountable for
preventing and responding to discrimination in their teams. They are expected to act
immediately and in accordance with this guideline if a violation is suspected or
reported.

hubergroup: Compliance Guideline on General Act on Equal Treatment — Version 3.0 — Released December 2025



hubergroupss
V. Rights and obligations of the disadvantaged person

If employees of the hubergroup are discriminated against, they are entitled to the
following rights at hubergroup.

Right of appeal:

Disadvantaged people can complain to the responsible bodies, e.g. local
management, a supervisor, the company complaints office or the works council.

Right to refuse performance in the event of harassment:

If unlawful harassment has occurred and local management does not take
appropriate action to stop harassment even after being informed by the affected
person, the employee may be entitled to a right to refuse performance under certain
circumstances.

Claim for damages:

Disadvantaged people are entitled to compensation for the material and immaterial
damage they have suffered.

Disadvantage prohibition:

Those who claim their rights must not suffer any disadvantage as a result. Local
management ensures that those who claim their rights do not suffer any
disadvantage. This also applies to people who support employees or testify as
witnesses in cases of discrimination.

Disadvantaged people must note that they are obliged to assert any claims within 2
months of the employer becoming aware of the unequal treatment.

VL. Monitoring, Governance, and Policy Review

The implementation of this guideline is overseen by the Group Compliance function,
supported by local managers and HR teams at each site. To ensure effectiveness, the
guideline is reviewed at least every three years or earlier in response to regulatory
changes, internal incidents, or stakeholder feedback. hubergroup also tracks indicators
related to awareness and use of reporting channels, and reviews discrimination-related
complaints on an annual basis to identify trends and improvement opportunities.
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Area

Goal / KPI

Quantitative Target

Frequency

Anti-discrimination
training

100% of new hires receive
mandatory training on this
guideline

Quantitative

Onboarding

Awareness

290% of employees
confirm awareness of
rights and reporting
channels

Quantitative

Annually

Incident tracking

All discrimination-related
reports are handled within
3 months

Quantitative

Ongoing

Policy review

Guideline reviewed and
updated every 2-5 years or
earlier if needed

Qualitative

Every 3 years

vi. Contact

An internal complaints officer is available for you:

Walter Lukas

Group Compliance Officer
hubergroup GmbH

Sonnenallee 1

85551 Kirchheim, Germany

E-mail: Walter.Lukas@hubergroup.com,;

Tel.: +49 89 9003 374
Fax: +49 894120 7175
Mobile: +49 170 7808243
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Information on violations against the General Act on Equal Treatment can be sent,
also anonymously, to the complaints officer using the following contact data:

hubergroup GmbH

Compliance,

Sonnenallee 1

85551 Kirchheim, Germany

Email: compliance@hubergroup.com
Tel.: +49 89 9003 333

Fax: +49 89 4120 7175

Employees can also contact any local Anti-Discrimination Office, if available in the

individual countries. Those affected are provided with independent information and
advice.
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