SATBEPIKEHO
IIporokonom Ne 3 Bix 17.04.2023
npasJjinas I'O “Jligepka”

MOJIITUKA MTPOTUJIII HACUJIBCTBA TA JOMAT'AHb
HA POBOYOMY MICLI
I'pomajacskoi opraunizamii «Jlinepka»
xox €IPIIOY (45068190)

I'pomanceka opranizanis «Jlizepka» (mam — Opranizaiisi) JOTPUMYETHCS BCIX 3aXOIB 1
3000B’s13aHb, NOB’S3aHUX 13 3amobiraHHsM Ta O0poTHOOI0 3 yciMa (popMamMu HACHIBCTBA Ta
JIOMaraHb, y TOMY YHCJIi HACHJIBCTBA 32 O3HAKOIO CTaTi Ta CEKCYaIbHUX OMAaraHb.

1. META

MeTot0 11i€1 O TUKY € CTBOPEHHS Ta 3MIIIHEHHS pOO0YOr0 CepeIOBHINA, SIKE MOBAKAE, 320X0UYE
Ta 3a0e3nedye JIOJCHKY TiIHICTH 1 MPaBO KOXKHOI JIIOAMHU TpaIfoBaTH 0e3 HAaCWIbCTBA Ta
nepeciiayBanb. Oprasizailisi BA3HA€E Ta MOBa)Ka€e MPaBo KOXKHOTO MpalliBHUKA Ha 3JJ0pOBE poOoUe
cepeoBulle 06e3 HaCHWIIBCTBA Ta IepeciiayBaHb 1 3a00poHse OyAb-iKy TaKy MOBEIIHKY MijJ 4ac
abo moB’s3aHy 3 poOororo B Opranizarlii, BKIIOYAIOYH HACHIBCTBO Ta TMEPECIiyBaHHS 4Yepe3
TeHJIEpHI Ta ceKkcyalbHi JoMaranHs. OpraHizailisi TBEpJO 3aCTOCOBY€E HYJIbOBY TEPIUMICTD 10
TaKoi MOBENIHKU OY/Ib-sK0i 0coOu, moB’s13aHoi 3 OpraHizaliie€ro.

2. COEPA 3ACTOCYBAHHAA

L{s moyiTHKA MOUTUPIOETHCS Ha WwieHIB Pagu mupekTopis, CiBpoOITHUKIB 1 MTAPTHEPIB, HE3ATIEHKHO
BiJl IXHPOT'O KOHTPAKTHOTO 200 TPYAOBOTO CTATyCy, BKJIIOYHO 3 TAMH, XTO MA€ JIIOYHNA TPy IOBHMA
JIOTOBIp, TPYAOBUH JOTOBIp, JOTOBIp MpO HAJaHHSI HE3AJNEKHUX IOCIYT, THUX, XTO OyB
MPU3HAYCHUN 3 OIUTA4yBaHUM JOPYYCHHSM, Ti, XTO HAaWHATHI HA THUMYACOBIA OCHOBI, Ti, XTO
HAHATUI Yepe3 CTOPOHHIX MOCTAYaIbHUKIB MOCIYT, CTAKEPU Ta Y4HI, MPaiBHUKH, s poOoTa
B Opranizaiiii mpurnmuHWIACS, BOJIOHTEPH, KaHIUIATH Ha pOOOTY Ta 1HIII JIFOIH, SKI IPAIIOI0Th Y
HedopMaIbHIN €KOHOMIIT .

st moiTHKa CTOCY€ETHCS MOBEAIHKH, SIKA € HACHJILCTBOM 1 IepeciiyBaHHsIM 0ci0, 30Kkpema:

. Ha po6ovomy Micli, BKIIOYaIOUM I'POMAJChKI Ta MPUBATHI MPUMIIICHHS Ta 30HH, 1€
MIpaIliBHUK TPAIIOE, pOOUTH MIepepBy a00 BIAMOYMBAE, Y 30HAX OCOOMCTOT Tri€HU Ta AOTIISIY.

. [Tig gyac moi3gok Ha poOOTY Ta 3 pOOOTH, ALTOBUX MOI3/10K, HABUAHHS, 3aX0/1iB, TIOB’ I3aHUX
13 poOOTOIO Ta TPOMACHKHUX 3aXO/IB.

. [1ix yac cninkyBaHHs, OB’ A3aHOTO 3 poOoToro B Opranizallii, B TOMY YHCIi 4epe3
KOPIOPATUBHY €JIEKTPOHHY IOIITY, TeIe(POHHY Ta BiIEOKOH(DEPEHIIIFO.

3.3ABOPOHEHI ®OPMMU INIOBEJAIHKH - OIIIHKA PU3UKY

HacunbscTBO Ta mepeciigyBaHHsS CIIiJ TAYMAYUTH SIK HEIPUUHATHY TOBEMIHKY, il Ta IMOTPO3H,
HE3aJIEXKHO BiJl TOTO, BUSABJISIOTHCSI BOHU OJIHOPA30BO UM HEOAHOPA30BO, SIKI MOXKYTh NPU3BECTH
0 (i3MYHOI, TICUXOJOTIYHOI, CEKCyalbHOI 4W (hIHAHCOBOI IMIKOAM ab0 TpPH3BECTH M0 Hel.
OpieHTOBHO, a He BHUKIIOYHO, Opranizaiisi BBaXkae, IO HACUJIBCTBO Ta IEPECHiTyBaHHA
BKITIOYAIOTh:

. CrnoBecHi o0pa3u, Takl sIK HETPaBWJIbHI HA3BH, TPUHU3IUBI 200 3HEBAXKIIMBI 3ayBaKCHHS
Y1 KOMEHTapi, ’KapTH 4yu 00pa3u, HebakaHi ceKCyalibHi MiIXOAH, CIIOBECHI 3aJIsIKyBaHHS,



. BizyanpHe mepecnigyBaHHsS, Take SK JKECTH, NMPUHU3IHMBI a00 3HEBAKIIMBI IUIAKATH,
KapuKaTypy, MaJIOHKH, €JEKTPOHHI JIUCTH, TEKCTOBI MOBIIOMIICHHS, €EKTPOHHI 300pakeHHS,
HAJICUJIaHHS HEMPUCTOMHUX a00 HEPUHHATHHUX JIUCTIB, €JICKTPOHHUX JIMCTIB 00 3aMITOK;

. @Di3uyHI epeciiyBaHHsl, TaKi sIK TECTOIII, IMUTIAHHS, TOTUKH, CTOSTHHS Ha IUIAXY Ta 1HII1
noai0Hi 1ii Ha poOoTI,

. [Torpo3u 3amoxiatu npodeciiiHy MmKoay B pa3i HENPUHHATTA CEKCyaJIbHOTO IiJIXOY,
00IIsTHKa BUTOM B OOMIH Ha CEKCyalIbHE 3a10BOJICHHS (CEKCyalbH1 JOMaraHHs ),

. TpuBane BHpa)KE€HHsS CEKCyaJbHOTO iHTepecy a00 HEBIANOBITHUM MiJIXiJ, KOTU TaKHH
iHTepec abo miaxia Oyyo BIIXWICHO,

. HacunbscTBO Ta mepeciiyBaHHs, CIPSIMOBaHI MPOTH 0Ci0 4epe3 iXHIO CTaTh, CEKCYaIbHY

OpIEHTAIII0, IICHTUYHICTh, TEHJEPHI XapaKTePUCTUKH YU 1HITY (GOpMY JUCKPUMIHAIIII.

Oprani3aiiisi OIIHIOE PU3WKH HACUJILCTBA Ta arpeCUBHUX I Ha pobOOTi, 0cobauBO Oepyuu a0
yBaru Taki (pakropu, sk yacTka MpaliBHHUKIB, CTaTh, BIK, a TAKO>K OCOOJIMBI KaTeropii npariBHUKIB,
HaIPUKJIA]] HOBOTIPUMHSTI MPAIIBHUKH.

4. 3AX0O/IA 3 ITPOPIJTAKTUKH, KOHTPOJIIO, OBMEKEHHSA TA JIKYBAHHA
X PU3UKIB

Opranizailist BJKUBa€ BCIX HANIGKHUX 1 HEOOX1THUX 3aXO0/iB JJIs 3ano0iraHHs, 60poThOu 3
dhopmMamMu HACHIIBHUITBKOI ITOBEIHKH Ta IOMaradb Ta 00pOTHOU 3 HUMH, CIIPUSIOYH CTBOPEHHIO
po0oYOro cepeioBHINLa, SKE MOBAKAE TAHICTh MpalliBHUKA. 30kpema, Opranizamis:

. 3a0x0uye NpaliBHUKIB MIATPUMYBATH Ta MiATPUMYBATH poOoUe cepeioBHILE, Je ToBara
JI0 JIFOJICHKOT T1THOCTI, CIIBIIpaIlsi Ta B3aEMOJIONIOMOTa € OCHOBHUMH ITIHHOCTSIMH.

. 3a0Xx0uy€e NpSAMUX KEPIBHUKIB 1 AUPEKTOPIB CTEXKUTH 32 pOOOUYNM CEPEOBUIIIEM CBOIX
CIIBPOOITHUKIB 1 MIATPUMYBATH 3 HUMH BIJIKPUTE CITLJIKYBaHHS Ta YECHUM JT1aJIOT.

. I"apantye, 110 npamiBHUKK MPOUILIN HEOOXiTHY HiATOTOBKY, 0COOIMBO KOJIM BOHU
30UparoThCsi BUKOHYBATH CBOi 000B 3K Ha poOOTax, SK1 MiAAI0ThCS OUTBIIIOMY PU3UKY
HACHUJILCTBA Ta JIOMAaraHbp, 1 110 BOHM MPOMILIN HEOOX1HY MIATOTOBKY 3 YIPaBIiHHSA TAKUMHU
IHIIUIEHTAMU.

. BixuBae TeXHIYHUX 3aXO0/IiB IOJI0 CTIOCTEPEKEHHS B MICIISIX, JI€ iICHY€E OUTBIINN PU3UK
HACHJILCTBA Ta arpECUBHUX [, HAIPUKJIIA], TIOKPAIYE OCBITJIICHHS Ta KAMEPH BIMOBITHO 10
HOPMATHUBHUX IMOJIOKEHb, 100 MiBUIIUTH BIIUyTTS O€3MEKH MPalliBHUKIB.

. [TixyeThCst PO 3aXHCT MPALEBIAINTYBAaHHS Ta MATPUMKY KEPTB JOMAIIHEOTO
HACHUJILCTBA Oy Ib-IKMMH BiJIOBITHUMHU 3ac00aMH a00 pO3yMHUM IPUCTOCYBAHHSIM
. Oprasni3oBye Ta 0epe yuacTh y akIlisx/ceMiHapax/BUpOOHHUIITBI MaTepiaiB st

iH(OpMyBaHHS Ta MiABHIIECHHSI 0013HAHOCTI MPAIiBHUKIB MI0/I0 IXHIX MpaB Ta 000B’s3KiB, a
TaKOoX Oe3MocepeIHIX KEPIBHUKIB 1 AUPEeKTOpiB BiaaumiB OpraHizallii y BUNIaKax HaCUJIbCTBA Ta
nepeciiayBaHb, IOJI0 MPOolelyp MOBIJOMIICHHS PO TaKy MOBEAIHKY Ha piBHI OpraHizanii Ta
PO MOXJIMBOCTI, Mepe10avYeHi 3aKOHOM y IIMX BHITaJIKaX

. PerynsipHo o1iHIOE €PEKTUBHICT 3aIIPOBA/KECHUX MPO(ITAKTHYHUX 3aX0/IB 1 3aX0/IiB
JUTst O0pPOTHOM 3 BUMAIKaMU HACWIIBCTBA Ta JOMaraHb, MEPErisiIac Ta Meperiisiaac pH3uKU Ta
3aX0/IH.

5. IPABA TA OBOB'SI3KH MPALIBHUKIB — JMPEKTOPIB / KEPIBHUKIB
BIJILTIB

KokeH mpaIiiBHUK Mae TpaBo:

. CTaBHTHUCS 3 TIOBArolo Ta J00pOTOI0

. HE TI1/1/IaBaTUCS aKTaM HACHIIBLCTBA Ta MEPECIiTyBaHHIM, Y TOMY YHUCII CEKCYaITbHUM
JIOMaraHHsIM, TUCKPUMIHAIIT Ta 3JIIKyBaHHIO, a TAKOXK OyTH MOiH(GOPMOBAaHUM 1 KEpyBaTH 3
TaKuX MUTaHb PedepeHTHOI0 0c00010 (K BU3HAYCHO HUXKYE)



. Ha KOHCYJIbTAII0 3 (paxiBIIEM 3 MUTaHb MpaIli

. MOBIIOMJISITH MPO Oy/Ib-SKUN BUTIAJOK 3a00POHEHOT0 HACHIIHCTBA Ta JOMAaraHb Ha
poboyoMy MicIli, SIK OTTMCAaHO HIJKYE, HE MiAMAI0YNCh BIKTHMI3aIlii 00 3a3Hal0un Oy Ib-IKUX
IHIITUX HETATUBHUX HACHIJIKIB YA ITIOMCTH

. IIyKaTH 3aXUCTY, BIAMOBIIHO JJO YAHHOTO 3aKOHOJAaBCTBA
. LIYKaTH CyJIOBOI'0 3aXUCTy Ta IIpaBa Ha OCKapKEHHS A0 Oyb-sIKOT0 KOMIIETEHTHOTO
Oprasy.

Koxen mpariiBHUK 3000B's13aHUIN:

. JOTPUMYBATHCS ITI€T TIOJITUKH Ta BCIX 3aCTOCOBHUX YMHHUX 3aXO0/IIB 3 METOIO
0COOMCTOr0 3aXMUCTY Ta 3aXUCTY 1HIIUX MPAIliBHUKIB

. HEeTalHO TOBIIOMJISITH MIPO Oy Ib-SIKUI BUITaJOK HACKIBCTBA Ta IOMaraHb CBOEMY
KEpiBHHUKY a00 10BiAKOBIN 0c001 (SIK BU3HAUEHO HIDKYE)

. CITIBMPAIFOBATH Y pa3i pO3CIIiyBaHHS CKapTH, PO Ky OyJI0 MOBIIOMIICHO BiJIITOBITHO
710 TIPOIIeTypH, OTMCAHOI B IYHKTI 6.

. Opatu y4acTh B aKIlisiX Ta HAaBUAIBHUX Mporpamax Opranizaiii 3 momnepepKeHHs

HaCHJIbCTBA Ta AOMAaraHb.

JIMpeKTopH Ta KEPiBHUKU CTPYKTYPHHUX Mipo3ainiB Opranizamii 3000B's13aHi:

. JOTPUMYBATHCS 11i€1 TIOJMITUKU Ta BCIX 3aCTOCOBHUX YMHHUX 3aXO0/iB 1 3a0e3meuyBaTh ix
BHMKOHAHHS B 30HI CBO€E] BIIIIOBIJaJILHOCTI

. YTPUMYBATHUCS BiJl y4acTi B MPosiBi HeOakaHUX 1 3a00pPOHEHUX aKTiB HACHILCTBA Ta
TIepPECITiIyBaHHsI il Yac BUKOHAHHS CBOIX 00OB'S3KIB

. PO3IIISIIaTH Ta PO3CIiTyBaTH Oy 1b-sIKi CKapTH Y BUIIAJKH HACHIIbCTBA Ta
MepeCIIiIyBaHb, PO sIKi IM CTajIo BiIOMO, 1 CIiBIpaIoBaTi 3 PexkoMeH10BaHOI0 0CO000

. TiSITH HETalHO, KOJIM 1M CTa€ BiJIOMO PO BUIIAKK HACHIIBCTBA Ta MEPECITiTyBaHb,

CHIBITPAIIOBATH 3 ACPKaBHUMH, CyIOBUMHU UM aMIHICTPaTUBHUMHU OpraHaMU Ta HE
NEePEIIKOKATH PO3CIiAYBAaHHIO Ta PO3IIISAY CKapr.

6. MPU3HAYEHHS PE@EPEHTHOI OCOBH

Menemxep 3 nepconany Opranizaiii (oco0a, sika KO)KHOTO pa3y MPU3HAYAETHCS TAKOI0 0CO00I0)
npu3HavaeThcss PedepeHTHOI 0c00010, BIAMOBINATBLHOIO 32 KEPIBHUITBO Ta 1H()OpMyBaHHS
npaniBHUKIB Opraxizamii moao 3ano0iranas Ta 00poTOM 3 HACHIBCTBOM 1 JOMAaraHHsIMH Ha
pobouomy wmicti. 3aBmaHHs PedepentHoi ocobu momsrae B TOMy, MO0 HANpaBISTH Ta
iH(pOpMYBaTH MpaliBHUKIB HE3aJIEKHO BiJ TOrO, YU 3BEPTAIOTHCS BOHU 110 PedepentHoi ocobu
I0/I0 1HIUJCHTY YU CKapTy Ha HACWJIBCTBO Ta IOMaraHHs Yd Hi.

CrniBpobitTHuku Oprasnizailii MOXyTh 0COOMCTO 3BEpTATHCS 3 MUTAHHSAMU IIOJI0 3aM00IraHHs Ta
JIKyBaHHS HAaCWJIbCTBA Ta JOMaraHb Ha poOoTi 10 PexomenmoBaHoi ocoOu, TenedoHom abdo
€JIEKTPOHHOIO MOMITOIO.

Pedepentna ocoba mae 30epirati KOH(IIEHIIIHHICTD 1 3aXUIIATH Oy Ib-sK1 MePCOHATBHI AaHi, sIKi
MOXYTb CTaTH HOMY/ilf BIZOMUMH I1iJ] YaC BUKOHAHHS HOTo/ii poJi.

7. BHYTPIIIHA ITPOLOEAYPA PO3IJIAAY CKAPI

Bynp-sikuii mpalliBHUK, SIKWA 3a3HAaB 1HIIMIECHTY HACHIBCTBA a00 arpecUBHHX JIiif, MOXKeE MOAATH
CKapry 1o opuauyHoro Bigaury Opranizaiiii, SKHil € KOMIIETEHTHUM BIIIIJIOM JIJIsi OTPUMaHHS,
pO3IIIsIy Ta pO3IJIsiAY CKapr Ha MOBEAIHKY HAaCWIIbCTBA Ta arpecMBHUX [iil, abo AUpEKTOpy
Opranizaiii.



Ckapry Mo)kHa T0JIaTh 0COOMCTO a0 ENEKTPOHHOIO TMOINTO. Y CKap3i MOBHMHHI OyTH BKa3aHi
BIZIOMOCTI IIPO CKap KHUKA, BUHYBATIS (0c00y, sika BUMHMIA [1i1, 3a00pOHEH] 1i€l0 MOJITHKOIO), a
TaKOX OTHC THITUICHTY, III0 Ma€ XapaKTep 3a00pOHEHOT MOBEAIHKH.

bynp-ska ckapra, ycHa Yu NHChMOBA, NOBMHHA OyTW HampaBieHa O OPUAWYHOTO BiAILTy
Opranizarii abo aupexropy. FOpuauunuii Bigain Opranizamnii , a00 TUPEKTOp pO3TIsIae CKapry
PSIMO Ta HEYIEPEHKEHO, 3 TIOBAro0 JI0 JIFOJICHKOI T1THOCTI.

[Ticns oTpuMaHHSI CKapry Ta M 4Yac ii po3risiAy IOpUINYHUN BT a00 TUPEKTOP pO3TIsaac
CKapry B yMOBax cyBopoi koH¢ineHuiiHocTi. OcoOuCTi AaHi, 310paHi i1 4ac po3risy CKaprH sSK
JI0OKa3 0OTPYHTOBAHOCTI YM HEOOTPYHTOBAHOCTI (PaKTiB CKapr, € aOCOIIOTHO HEOOXITHUMH ISt
3MIMCHEHHsI TIpoliecy po3risimy ckapr. Oprasizamist 3000B’S3Y€ThCS, MO MPOTATOM  yciel
nporenypu OyayTh JOTPHMaHi TIIOJIOKEHHS YHHHOTO 3aKOHOJABCTBA IIOJO  3aXHCTY
NEepCOHANBHUX JIAaHMX, 30Kpema, 1o [lepcoHanpHi maHi 3anmydeHux ocid OyayTh oOpobmsTHCA
IOPUIUYHUM BiIiioM / mupexkropoM Opranizaltii Juiie 1J1s iJiel po3ciiyBaHHs CKapry Ta Oyie
nepeaHo JIMIIe TUM, KOMY HEOOXiJHO 3HATH TMPO TOBIAOMJICHI IHIUIACHTH, a TaKOX
KOMIIETEHTHUM OpTaHaM, sSIKII0 BOHH BUMaraTuMyTh.

KOpunuunnii Bigain / nupexkrop Opranizaiii CIijIKy€eThCs 31 CKApKHUKOM 1 BIIMOB11aueM, 3aiCy€
OyIb-sIKi CBITYCHHS CHIBPOOITHUKIB 1 BUMAarae HaJlaTu TOKyMEHTH a00 Oyab-sKi mMarepianu, siKi
JIOTIOMOXYTh BH3HAYUTH OOTPYHTOBAHICTh a00 HEOOIPYHTOBAHICTh CKapru. 3aBEpIICHHS
JOCTIPKEHHSI Ta ONMPIIIIOJHEHHS Pe3yJbTaTiB He MOXKE TMEPEBUIIYBATH 3 THXKHIB, SKIIO HEMAe
O0COOJMBUX 1 BaXUIMBUX MPUYWH. SIKIIO HE HAJAAHO JOCTAaTHHO iH(OpMaIli I JOCATHEHHS
HAIIIHOTO BHUCHOBKY a00 SIKIIO € O3HaKW TOTO, IO CKapry OyJio MOoJaHO HeJ00pOCOBICHO,
IOpUIWYHUHN BiAin / qupextop Oprasizamii Mo)Ke IPUHHATH PIIICHHS] HE BXKUBATH TOIAJTBIITNX
Ji¥ MO0 CKapTH.

Sxu1o po3ciigyBaHHs BUSBIISIE, IO IHIUACHT HACHIILCTBA T4 arPECUBHUX JIil MPOTH CKap>KHUKA
JIACHO MaB MicIle, FOPUANYHUN BiaL / qupexTop Opranizallii MOBUHEH CKIACTH MUChMOBHUM 3BIT
Ta TOBIJOMUTH CKap»KHMKA Ta BIAMOBiZaya Mpo pe3ybTaTH po3ciiayBaHHsa ckapru. Oprasizamis
3000B’si3aHa B KOXXKHOMY KOHKPETHOMY BHMAJKy BXKHMBATH HEOOXITHUX, BIIMOBITHUX 1
OPOMOPLUIHHUX 3aXOAIB MPOTH BIJANOBiNA4a, JOTPUMYIOUYHCH 3arajbHOi JAUCIHILIIHAPHOI
nporenyp, nepeadoadenoi [lonoxkeHHsaM mpo poOoTy, HATPUKIAI;

. OTOJIOCHTH JIOTaHy Ta PEKOMEHyBaTH BUKOHAHHS

. Oyab-sKe IUCLUUIUIIHADHE CTATHEHHs, nepeAadadyeHe AUCHUILTIHAPHUM  IOPSIKOM
[TomoxeHHs nmpo podboTy

. 3MiHa OCAH, PEXKUMY pOOOTH, MICLS Ta CIOCO0Y HAJaHHS TOCIYT

. MPUIUHEHHS TPYIOBUX BIHOCHH a00 Oyab-sSKMX IHIMX BigHOCWH 3 Opraxizaii€ro.

Oprasi3aiiist 4iTKO 3asBJISIE TIPO CBOIO HYJIbOBY TEPIHUMICTh 10 OYyJIb-sIKOI IIOMCTH Ta MOJAJIBIION
BIKTHUMI3aIlli CKap)KHUKA. BuIlie3azHaueHe TakoK CTOCYETHhCS BCIX, XTO JOIOMarae, mojaae adbo
Oepe ydacTh y mpoleci po3risay BHYTPILIHIX CKapr.

Oprani3ariist 3000B's13y€ThCsl CHIBIPAIIOBATH Ta HajaBaTh OyIb-IKy BIAMOBIAHY iH(OpMaLio
KOMIIETCHTHHM OpraHaMm Ha 3anmut. Oprasizailis, a TakoX OpuaudHuil Bigmain Opraxizaiii
CHIBIPAIIOIOTh 3 OYyJIb-SIKUM KOMIIETEHTHUM JIEp>KaBHUM, aJMIHICTPAaTUBHHM a00 CyIOBUM
OpraHoOM, SIKUW 3 BJIACHOI IHII[IaTUBH a00 HAa BUMOTY CKap)KHHKa B MEXaX CBOE€I KOMIETEHITIT
BUMAarae HaJaHHs JaHuX Ta iHpopmailii, a Takoxk 3000B’sI13y€ThCS HaJaBaTH JIONIOMOTY Ta TOCTYII
JI0 1IMX JTaHUX.

CniBpoOiTHUKHM, SKHM TMOTpiOHAa JOJaTKOBa 1H(OpMAIs YH KOHTAaKTHA 1HMOpMaIs
KOMIIETEHTHHUX OPTaHiB, 200 MArOTh 3aITUTAHHS IIOJIO0 1i€1 TOTITHKH, MOXYTb 3B’ SI3aTHCS 31 CBOIM
KepiBHUKOM abo PedepenTHoro ocoboro Opranizarii.



APPROVED
Protocol No. 3 dated 04/17/2023
board of "THE LEADER"

POLICY AGAINST VIOLENCE AND HARASSMENT IN THE WORKPLACE
"THE LEADER"

code (45068190 )

Non-government organization “The Leader” (hereinafter - the Organization) complies with all
measures and obligations related to the prevention and combating of all forms of violence and
harassment, including violence based on gender and sexual harassment.

1. PURPOSE

The purpose of this policy is to create and consolidate a work environment that respects, promotes
and ensures human dignity and the right of every person to work without violence and harassment.
The Organization recognizes and respects the right of every employee to a healthy working
environment without violence and harassment and prohibits any such behavior during or
associated with working at the Organization, including violence and harassment due to gender and
sexual harassment. The Organization firmly applies zero tolerance to such behaviors of any kind
by any person associated with the Organization.

2. SCOPE

This policy includes the members of the Board of Directors, employees and associates, regardless
of their contractual or employment status, including those who have an active employment
contract, a work contract, a contract for the provision of independent services, those who have
been assigned with a paid mandate, those who are employed on a temporary basis, those who are
employed through third party service providers, trainees and apprentices, employees whose
employment with the Organization has ceased, volunteers, candidates for recruitment and other
people working in the informal economy.

This policy applies to behavior which constitutes violence and harassment against individuals, in
particular:

. In the workplace, including public and private spaces and areas where the employee
works, takes a break or rests, in areas of personal hygiene and care.

. During travel to and from work, business travel, training, work-related events and social
activities.

. During communications related to working at the Organization, including those carried
out via corporate e-mails, telephone and video-conference.

3. PROHIBITED FORMS OF BEHAVIOR - RISK ASSESSMENT

Violence and harassment shall be construed as unacceptable behaviors, practices and threats,
whether manifested once or repeatedly, which may to lead to, or result in, physical,
psychological, sexual or financial harm. Indicatively and not exclusively, the Organization
considers that violence and harassment includes:

. Verbal abuse, such as misnomers, derogatory or disparaging remarks or comments, jokes
or insults, undesirable sexual approaches, verbal bullying,



. Visual harassment, such as gestures, derogatory or disparaging posters, cartoons, drawings,
emails, text messages, electronic images, sending obscene or inappropriate letters, emails or notes;

. Physical harassment, such as caressing, pinching, touching, standing in the way and other
similar actions at work,

. Threats to cause professional damage if sexual approach is repulsed, promise of benefit in
exchange for sexual gratification (sexual harassment),

. Continued expression of sexual interest or inappropriate approach when such interest or
approach was rejected,

. Violence and harassment directed at individuals because of their gender or sexual

orientation or identity or gender characteristics or other form of discrimination.

The Organization assesses the risks of violence and harassment at work, especially taking into
account factors such as the proportion of employee population, gender, age, but also special
categories of employees, such as newly hired employees.

4. MEASURES FOR THE PREVENTION, CONTROL, RESTRICTION AND
TREATMENT OF THESE RISKS

The Organization takes all appropriate and necessary measures in order to prevent, deal with and
manage forms of violent behavior and harassment, contributing to the creation of a work
environment that respects the dignity of the employee. More specifically, the Organization:

. Encourages employees to maintain and pursue a work environment where respect for
human dignity, cooperation and mutual assistance are fundamental values.

. Encourages direct supervisors and directors to monitor their employees’ work environment
and to be in open communication and in honest dialogue with them.

. Ensures that employees have the necessary training, especially when they are going to
perform their duties in jobs that are more at risk of violence and harassment, and that they receive
the necessary training in the management of such incidents.

. Takes technical measures regarding surveillance in areas where there is a greater risk of
violence and harassment, such as the improvement of lighting and cameras, in accordance with the
regulatory provisions, to enhance the sense of safety of employees.

. Takes care of the protection of employment and the support of victims of domestic
violence, by any appropriate means or reasonable adjustment
. Organizes and participates in actions / workshops / production of material to inform and

raise awareness of employees about their rights and obligations and the direct supervisors and
directors of the Organization’s departments in cases of violence and harassment, regarding the
procedures for reporting such behaviors at Organization level and about the possibilities provided
by law in these cases

. Evaluates on a regular basis the effectiveness of the implemented preventive measures and
measures to deal with incidents of violence and harassment and reviews and redefines the risks
and measures.

5. RIGHTS AND OBLIGATIONS OF EMPLOYEES - DIRECTORS / HEADS OF
DEPARTMENTS

Every employee has the right to:

. be treated with respect and kindness

. not be subject to acts of violence and harassment, including sexual harassment,
discrimination and intimidation, and be informed and guided for such issues by the Reference
Person (as defined below)

. consult the occupational physician



. report any incident of prohibited violence and harassment in the workplace as described
below, without being subject to victimization or suffering any other adverse consequences or
retaliation

. seek protection by the current Law

. seek judicial protection and the right to appeal before any competent authority.

Every employee is obliged to:

. comply with this policy and all applicable measures in force for the purpose of personal
protection and protection of other employees

. report immediately any incident of violence and harassment to his or her supervisor or
Reference Person (as defined below)

. cooperate in case of investigation of a complaint, which has been reported in accordance
with the procedure described in point 6.

. participate in actions and training programs of the Organization on prevention of violence

and harassment.

The Directors and heads of Organization’s departments are obliged to:

. comply with the present policy and all applicable measures in force and ensure their
implementation in their area of responsibility

. refrain from engaging themselves in the manifestation of unwanted and prohibited acts of
violence and harassment during the exercise of their duties

. address and investigate any complaints or incidents of violence and harassment that they
become aware of and work with the Reference Person

. act promptly when they become aware of the occurrence of acts of violence and

harassment, cooperate with public, judicial or administrative authorities, and not obstruct the
investigation and management of complaints.

6. APPOINTMENT OF REFERENCE PERSON (“Liaison”)

The Human Resources Manager of the Organization (a person appointed as such each time) is
appointed as Reference Person (“Liaison”), responsible for guiding and informing the employees
of the Organization regarding the prevention and combat of violence and harassment in the
workplace. The task of the Reference Person is to guide and inform employees regardless of
whether they address the Reference Person about an incident or complaint of violence and
harassment or not.

Employees of the Organization may address in person questions regarding the prevention and
treatment of violence and harassment at work to the Reference Person (“Liaison”), by phone or by
e-mail.

The Reference Person shall keep confidential and protect any personal data that may come to
his/her knowledge during the exercise of his/her role.

7. INTERNAL PROCEDURE FOR MANAGEMENT OF COMPLAINTS

Any employee who was exposed to an incident of violence or harassment may file a complaint
before the legal department / director of the Organization, which is designated as the competent
department for receiving, examining and managing complaints for behaviors of violence and
harassment.

The complaint may be submitted in person or via email to the email address legal@eurodyn.com.
The complaint must state the details of the complainant, the perpetrator (the person who carried



out the behavior prohibited by this policy) and a description of the incident having the nature of
the prohibited behavior.

Any complaint, oral or written, must be forwarded to the legal department / director of the
Organization. The legal department / director of the Organization examines the complaint directly
and impartially, with respect for human dignity.

Upon receipt of the complaint and during its investigation, the legal department / director handles
the complaint in a highly confidential manner. Personal data collected during the investigation of
the complaint as evidence of the validity or invalidity of the facts of the complaint, are the
absolutely necessary for carrying out the complaint management process. The Organization
undertakes that throughout the procedure the provisions of the applicable legislation for the
protection of personal data will be observed, in particular that the Personal Data of the persons
involved will be processed by the legal department / director of the Organization only for the
purposes of investigating the complaint and will be communicated only to those who need to know
about the reported incidents as well as to the competent authorities, if required by them.

The legal department / director of the Organization is in conversations with the complainant and
the respondent, records any staff testimonies and requests the submission of documents or any
material that would assist in the determination of the validity or invalidity of the complaint. The
completion of the research and the disclosure of the outcome cannot exceed 3 weeks, unless there
are special and important reasons. If sufficient information is not provided to reach a safe
conclusion or in the event that there are indications that the complaint was made in bad faith, the
legal department / director of the Organization may decide to take no further action on the
complaint.

If the investigation reveals that the incident of violence and harassment against the complainant
actually took place, the legal department / director of the Organization shall make a written report
and notify the complainant and the respondent of the outcome of the investigation of the complaint.
The Organization is obliged to take the necessary, appropriate and proportionate measures on a
case-by-case basis against the respondent, following the general disciplinary procedure of the
Work Regulation, such as:

. reprimand and recommend compliance

. any disciplinary penalty provided by the disciplinary procedure of the Work Regulation

. change of position, working hours, place and way of providing services

. termination of the employment or any other kind of relationship with the Organization. The

Organization explicitly declares its zero tolerance for any retaliation and further victimization of
the complainant. The above also applies to anyone who assists, files or participates in the process
of managing internal complaints.

The Organization undertakes to cooperate and to provide any relevant information to the
competent authorities, upon request. The Organization, as well as the legal department / director
of the Organization, cooperate with any competent public, administrative or judicial authority,
which, either of its own motion or at the request of the complainant, within the scope of its
competence, requests the provision of data and information, and undertakes to provide assistance
and access to this data.

Employees who need more information or contact information of the competent authorities or have
questions about the present policy, can contact their Supervisor or the Reference Person
(“Liaison”) of the Organization.



