Code of Conduct & Guiding Principles Stegemann

(in accordance with Form AS-09-CoC 01, as of 01/2026)

1. Purpose and Commitment

This document summarizes the key points from the “Guiding Principles and Rules of Conduct”
(02/2025) and the “Code of Conduct in conjunction with the General Equal Treatment Act (AGG)”
(as of 01/2026). It describes how we work together at Stegemann, how we interact with
customers, suppliers, and the public, and how we prevent, identify, and address violations of
laws and regulations.

2. Scope

o Appliesto all employees (permanent/temporary), trainees, interns, and temporary
agency workers.

o Appliesto all areas of work and all forms of collaboration (production, warehouse,
administration, shift work, meetings, chats/IT).

e Also applies when interacting with third parties (customers, suppliers, external
companies).

3. Our Guiding Principles: Quality and focus on the customer

Quality is the foundation of our success. Customer satisfaction is at the heart of our daily work.
The quality of our services depends directly on our employees—which is why we foster
experience, commitment, and continuous improvement.

3.1 Guiding Principles (Summary)

e Meet customer needs to the best of our ability (goal: 100% satisfaction).
¢ Quality-oriented thinking and action in our daily work.

¢ Reliability and partnership with customers.

o Timely and accurate order fulfillment.

e Flexibility in production and warehousing.

e Fair prices with high quality - full service.

e Continuous improvement of workflows and processes.

4. Responsible and Ethical Business Practices

We are committed to acting responsibly and adhering to ethical business practices. This
includes labor and human rights, social responsibility toward our employees, environmentally
conscious practices, and compliance with ethical trade laws and regulations.

4.1 Basic requirements

e Compliance with labor and human rights.

e Social responsibility toward our employees.

o Environmentally conscious practices and ecological sustainability.

¢ Compliance with all laws and regulations governing fair dealings with customers and
suppliers.



5. Code of Conduct: Fundamental Principles

Our Code of Conduct outlines binding expectations regarding behavior and collaboration. It
supplements legal requirements (in particular the General Equal Treatment Act (AGG)) and
applies regardless of position or role.

5.1 Respect & Equal Treatment (Zero Tolerance)

We treat one another with respect—regardless of background, gender, religion or beliefs,
disability, age, or sexual identity. Discrimination, harassment, and bullying have no place here—
not even in digital communication.

¢ Inclusive, respectful language—even under stress.

e No belittling, no jokes at others’ expense, no exclusion.

o No unwanted advances, no sexual harassment (e.g., suggestive remarks, unwanted
touching, images/messages).

e Boundaries are respected; action is taken when boundaries are violated; those affected
receive support.

5.2 Integrity (Corruption Prevention & Conflicts of Interest)

o No bribery: We do not solicit or grant any improper benefits.

e Gifts and invitations are permitted only within acceptable limits and must be
transparently documented.

o Disclose conflicts of interest (personal, financial, or family-related) at an early stage.

e Protective measures as needed (e.g., dual control principle, reassignment of duties).

5.3 Fair Play (Competition & Information Protection)

e Compliance with fair competition laws.

e No use of insider information for personal gain and no disclosure to third parties.

o Protection of data, trade secrets, and personal information (passwords, access rights,
need-to-know).

o Forward external inquiries regarding sensitive topics to the appropriate departments.

5.4 Health & Safety

o Safe work environment: physical, mental, and digital safety.

¢ Immediately report hazards, near-misses, and unsafe situations—without fear of
repercussions.

o Follow safety guidelines and use protective equipment; work ergonomically; allow for
breaks.

e Mental health matters: address stress early on and seek support.

5.5 Responsibility & Sustainability

¢ Conserve resources and avoid waste.

¢ Take environmental and climate protection into account in decision-making (e.g.,
emissions, waste, travel distance).

e Inthe supply chain: Respect human rights, occupational safety, and fair pay.

e Select service providers responsibly, clearly communicate expectations, and respond
consistently to violations.



5.6 Reporting & Seeking Help (Whistleblowing Systems)

Reports of violations of rules or laws, discrimination, harassment, or safety risks will be treated
confidentially. Reports made in good faith will not result in any disadvantages (protection against
retaliation).

o Reporting channels: Manager, Human Resources/Compliance, whistleblower system.

¢ Objective documentation of incidents (date, time, location, parties involved, sequence
of events, withesses, supporting evidence).

e Cooperate in investigations; seek advice if unsure.

5.7 Leadership (Special Responsibilities)

e Serve as arole model and create a safe, respectful environment.

o Take reports seriously, investigate them promptly, take appropriate action, and
document the process.

e Clearly communicate expectations, make fair decisions, provide feedback, and learn
from mistakes.

e Support those affected, address misconduct, and promote continuous improvement.

6. AGG - Working Together Fairly (Concise and Exam-Ready)

The German General Equal Treatment Act (AGG) prevents discrimination and harassmentin the
workplace. It applies to areas such as job applications, training, workplace assignments, shift
scheduling, continuing education, and teamwork.

6.1 Protected Characteristics (Section 1 of the AGG - in substance)

¢ Racial characteristics or ethnic origin
e Gender

e Religion or belief

o Disability (including chronic illnesses)
o Age

e Sexualidentity

6.2 What is discrimination/harassment?

o Discrimination: Unfair treatment without objective justification, exclusion, or
denigration.

¢ Harassment: Unwanted behavior that violates dignity—including digital harassment
(e.g., cyberbullying).

e Sexual harassment: Lewd remarks, unwanted touching, images/messages, etc.

6.3 Examples from Everyday Work Life

¢ Workshop/Shift: Someone is belittled or intentionally assigned the worst tasks because
of their age or gender.

o Lockers/Break Room: Derogatory remarks about religion, ethnicity, or sexual identity.

e Onboarding: No proper training because the person is “not trusted to do it anyway” (e.g.,
due to a disability).

e Interaction with third parties: Discriminatory or harassing remarks from customers,
suppliers, or outside contractors.



6.4 Employer Obligations Regarding Prevention (Section 12 AGG - excerpt)

o Protect employees proactively (rather than reacting after the fact).

e Clearrules/zero tolerance and information/instruction (orientation, training, posted
notices).

e Anaccessible complaints office and confidential contact persons.

e Promptintervention upon learning of incidents.

o Appropriate measures against misconduct (discussion, warning, reassighnment/transfer,
termination in serious cases).

e Protection also against discrimination by third parties (e.g., customers, suppliers,
external companies).

6.5 What Everyone Can Do

e Speak and act respectfully—even under stress.

e Don’t laugh along or look away; support those affected.
e Respect boundaries and look out for one another.

e Reportincidents; seek support.

7. Procedure for Handling Reports and Incidents (Process Description)

The procedure for handling reports and incidents is described for audit purposes and to ensure
transparency. The specific implementation depends on internal responsibilities and legal
requirements.

7.1 Receipt and Initial Assessment

e Thereportisreceived through one of the reporting channels (see Section 8).
o |nitial assessment of urgency: immediate danger > immediate protective measures.
e Ensuring confidentiality, data protection, and protection against retaliation.

7.2 Investigation and Documentation

e |nvestigate the facts with those involved and witnesses; secure evidence (messages,
photos, etc.).

o Document the steps taken, decisions made, and actions implemented.

e Provide feedback to the person who reported the incident, within the permissible limits.

7.3 Measures and Consequences

e Measures are determined based on the severity and recurrence of the incident (e.g., a
meeting, instruction, written warning, transfer; in serious cases, termination).

o Protective measures for those affected (e.g., physical/organizational separation, support
services).

e Learning and improvement measures for prevention (e.g., training, adjustment of
processes).

8. Points of Contact and Reporting Channels (from the source documents)

e Manager

¢ Human Resources Department

¢ Employee Representative

¢ Internal Whistleblower Protection Office: Email meldung@interne-hinweise.de
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