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1.1 S DB

RAWYICHITFDERERDIER

—- &A=ttt (Kapitalgesellschaft)

~- % &%t (Aktiengesellschaft, AG)
— BIE&*tt (Gesellschaft mit beschrankter Haftung, GmbH)

~ BIREFESEEEST (Unternehmergesellschaft, UG)

- A=t (Personengesellschaft)

—- %%ft (Offene Handelsgesellschaft, OHG)
- 8%t (Kommanditgesellschaft, KG)

—- BIR&&S% (GmbH & Co. KG)
— ZTOM &1t TIEIRWZFRrOIERE

~ XI& (Zweigniederlassung)
— B E3FEPh (Verbindungsbliro)
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1.1 &t DiEMA

*Xett (Aktiengesellschaft, AG)
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1.1 &t DiEMA

BIE&tt (Gesellschaft mit beschrankter Haftung,
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1.1 S DB

BREFEEEESH (Unternehmergesellschaft, UG)
— 2008£E(TEA
- 11 —0ODEBARE TR CEDBERSHDO—1E
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— A RX=2 R — v TEREBERDRRE
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1.1 &t DiEMA
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1.1 &t DiEMA

a&at (Kommanditgesellschaft, KG)

- 2IBEDHEN SR EEETE (OHG) O—Z/
~ ERE{Ett8 (Komplementar, general partner):
- SHORRESIUEBIIT (BE) 1#
~ BREE&EF#E (Kommanditist, limited partner):
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1.1 &t DiEMA

BIRA&&ESt (GmbH & Co. KG)
~ BESHAMNERSEHE (/RO TLDIEER
— Mr BIIKGOEREEHEH LUB-GMbHDM%ETH S

— B-GmbH(IKGOEREEHLE THDIM. BRSO TMr BO
B-GmMbHDxFE L U TOEEFBRTH D

— UIZM> T Mr BOEEIFKGEH KFUGMbHADHEREDFH+72D
TERM(C(IBRTHD

— ZHIDFEAREICGMbHT(F7T2 < H K EFTGmMbH & Co. KG

—- B%H : ,B GmbH & Co. KG,
represented by its general partner B GmbH,
represented by its managing director A”
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1.1 S DB
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1.2 BRSO

BIEStLCHIT S
— HU¥1% (Geschaftsfihrer)
— ¥%REHS (Gesellschafterversammlung)
- BRICKDTIE:
— EEB1®% (Aufsichtsrat, Supervisory Board)
— A% (Beirat, Advisory Board)
— oA, #WETERUVLWHISHZRIBTEZDE
~ X A (Prokurist)
— BEMARIE A (Handlungsbevollméachtigter)
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1.2 BRSO

1% (Geschaftsfiihrer, Managing Director)
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— BRELZ(CKDIRBE - fBE
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— % EREHIEIREAI & UTRIDIUY
— HUfFEIE =380
- FEERFEHEORXIEZE T IR
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1.2 BRSO
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1.2 BRSO
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1.3 BRIFCHITBIHINFX

100% FRLDES

H%E) = BhERS

E(E - AT
g

Huiie2  HWw1%3

J

BT 1S =3RBSRI DARTE 72 6 D CTEHFERE DA > )\ —Z IR U\ —Fv)LIR [BFES
(Management Board) ZElIF% 9D &(EH]EE, BL. ZDHBESTEEHRIIZERKIEZET D,

/\ARQIS

23
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1.3 BRIFCHITBIHINFX
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1.5 BIRSH(CHIT D EFHIRDRE
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2.1 RHLDEHIL
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2.2 S DREEY - FIE
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— DEENC RBDERENWE
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- BRIIEEANCKLDIRESLHE
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— 2HDEIR (Beendigung)
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2.3 SHODOEIN - 5540 (MKA)

mEDEIE ()
— 2021/2022%
~ BRPE(C KD R WY TOFEANEFDIEN
— R — K7y TBEEADIHEDIENN
— 2022FFLUE : HR1IPHE(CKD RV TOENRERMGFOEN
— AEHIPEDFEF
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2.3 SHODOEIN - 5540 (MKA)

< CHSFE DY)

~ ST ECKD M1 S —DERERTT= LD CERTUSS Dampfautomaten GmbH & Co. KG MEUX (20244)
— Fast Fitness Japan(C& 3 Eighty 8 Health & Fitness B.V. @ %X EUY (20244)

— Z2J A K2 BEFHEANEKRRESHEIERAZmEEDNIfco Germany GmbHMDFEAD (20244F)

- P=JLwvP X (Sony Music Entertainment 2)L—2")(C X B peppermint enterprises
EDTVZA - AT UOVYDIRFGZITOEASHDNTZ (20158) KUpeppermint enterprises\DEASIFIDFTA! (20234F)

~ BAKEFEIE(CKLD RO-—>DRF - RiEitEVolocopter GmbHADEE (20234)

— FAEERES(C KX DeVTOLEDX RO— > D% - &igibZEWingcopter GmbHAMDME (20224F)

— FHZS(CELBRES RILS AT ABKUEMEEET—F — A —H—Alfred Jager GmbHDEYX (20224F)

- T2 MIIVHF(CKBDGirindustt N S DIEERES LUVRFERE THDEUR (20084%F) HKUEDFEH] (20224F)

— neoplas med GmbH (BIEBEBERMOMAEZFHITDIRSY— PV ITRE) (CHIFBNiterra (IH : NGK) (CKD HEDZITAN (2022

)
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2.3 SHODOEIN - 5540 (MKA)
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2.3 SHODOEIN - 5540 (MKA)

HIUXAE) : BN . 7y b -F1—=b
- MREHD (FE) BE () OIS
GmbH JGmbH = BE| _ spgpeumsn(y Miskatt] A5
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=8 | BlERIBAE - BEERAE U THuSE
RIS XAEET BT EHEIEE
- SHREHNEIEEREE, FT FIATRA
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3.1 HAETNSMEl / APPLICABLE REGULATIONS

&35 EiE & It RS ENEDEB RV E
Individual employment law and collective employment law to be considered

~ ERFSENE : ERE EREEERMICHITDEBDERREZRICET DRE
Individual employment law: Regulations between employer and employee concerning the individual employment relationship

— HESEE  EEOMRIEAN (B : HE/FEMRER) CEABLOMIICEITDIRE
Collective employment law: Regulations between employee’s representatives (e.g. unions/works council) and employer

/\ARQIS
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3.1 HAETNSMEl / APPLICABLE REGULATIONS

ERRREIERLBREBOMEICK D THREIESNTWS
Employment relationships are governed by various layers of regulation

Constitution
=&

Works agreements
SEXRFRIBE

Company Practice
RLET

Employment agreement
ERAEHN

Instructions based on right of direction of employer
ERXOERIECE I ERIDER

/\ARQIS
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3.1 HAETNSMEl / APPLICABLE REGULATIONS

Whi3d TELEMRAI] (EDWT
So-called ,Work Rules”

— BAROARHOMERAZEDFEFEAT D E(EFART]
Japanese employment rules cannot be applied "as is"

— FEFRAOES SR & UTHER ., SEFHE. EBREZMNICKD
Employment conditions generally stipulated in collective bargaining agreements, works agreements, employment agreements

— ALy Disciplinary measures
— —ARIRRGE. HITEDER. EISOBTEEHHOREIE
Unilateral salary reduction, request for apologies, unpaid suspension etc. not permitted

- BE BROBTHE. RREHSESCL o T
Warning (Abmahnung), paid suspension (Freistellung), termination (Kindigung) permitted
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3.1 HAETNSMEl / APPLICABLE REGULATIONS

£ 111847 - Company Practise (Betriebliche Ubung)

1. =G
Voluntary benefit

2. DR UE
Repeated fulfilment

~- EREEIRIE=[D]
usually at least three times

AF

Requirements

3. EERERD LN
Collective reference

4. FETHBIEDEIIREIEEL
No effective voluntariness clause

~ BAMEIC—TEDREBT I —T=EE —  [EEIR¥IBIE D
at least favoring a definable group strict case law

of employees
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3.1 HAETNSMEl / APPLICABLE REGULATIONS

& F&RAI - Obligation of equal treatment

1. BFEGFEICEIT I —MOESIIB CHITDERZZEIET D The main German law against discrimination in the workplace is the
General Act on Equal Treatment (Allgemeines Gleichbehandlungsgesetz — AGG).
- AN, RiR. MR, =B EE. Fis. N7 7 070 (CED<KERECKDEEN - BHBERNERN ISR It covers direct and
indirect discrimination by the employer based on a person ’s race, ethnicity, sex, religion, disability, age and sexual identity.
2. RAYSEECHITDIEEFHmMERAE. ERE IEEHRN/NIERR B4 DIEEEZMDMZEES L DAF (CHKD TIRSIRVWEEDHTLD
The principal of equal treatment under German Labour Law states that an employer may not treat any individual employee less
favourably than other employees without an objective reason.
— CNUICKD., eEEZERLLD2H 525 Z{RE It protects all characteristics that can make employees different.

3. RAVEEBEERLEL. BUAECITIHEMZE. ERCEDREICEDNT., EHOREERIDKSTZIAD CEETERVWERTE
German Transparency in Wage Structures Act (Gesetz zur Forderung der Entgelttransparenz zwischen Frauen und Mannern -

EntgTranspG) regulates (in sec. 7) that remuneration for the same work cannot be paid at a lower rate than for an employee of
the opposite sex based purely on that characteristic.

— CNUCEKD. IRENCEE T BDMRICKBDERINSREE ZIRE [t protects employees from discrimination based on gender with
respect to remuneration.

> L, EREQREE TG ICBITDERNNSTIERNSDCEEZEKRT S In practice, this means employers have a duty to
protect their employees from discrimination at work

— COEBERIEIZHIC. EOXIDRIBERBUDINEERE To fulfil this duty, employers are free to decide what measures they
want to take.
~ ZRlZBAIE T DDA DREDLMEERE (F. [EEMILERNDFIHZMNT I (CEMTETDIEE Creating policies to prevent

/\ discrimination and training employees are measures that can be implemented relatively swiftly and without much effort.
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3.1 HAETNSMEl / APPLICABLE REGULATIONS

PEFHFBRAIOER UEISEDOREIEE Remedies in case of violation of obligation to equal treatment

1. 1 9EFBICEAT I —REICEDE.,
EllZEZIFIEREEEd.
Pursuant to the General Act on
Equal Treatment (AGG) a
discriminated employee can
— LLSHOBEHEEBE(CEHBEERULILTDC

2. \SFHFBRAICEDE. =EE=T
ytiiE =1 N
Pursuant to the principal of
equal treatment a
discriminated employee can
— . KDBHRFEZEZ T TLDEFEDR

3. ERBSESEPILECEDE. =%
s=dpprtiiE4=1F &
Pursuant to the Transparency
in Wage Structures Act
(EntgTranspG) a discriminated
employee can

s

ENNTED  file a complaint with the
competent department of the
company
LEEERECKERIRET. Bia/RL
TMHBZEIEEITDCENTESD refuse
performance without loss of pay
insofar this is necessary for
employee “s protection

LCERBEICHU. SERMNET(EEROE
E(CWITDIEEREFBRKNTED

claim financial or immaterial
damages or compensation from the
employer

RQIS

FELEAUFBETDLOEKRTED
demand to receive the same
treatment as comparable employees,
who are treated more favorably

~- . AFORUMEELRAUEELEITDLX
SERTES demand to receive the
same payment as equivalent
employees of the opposite sex
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3.2 EF LDOBE=R / PRACTICAL CONSIDERATIONS

RAWYICHTIMEEDIEFIDERBDERHUHE
Understanding of employee rights in Germany to be considered

— HEVE EOENEEN S <. BRNEREERITESNDI ZEZIHR(CERAD I ENVE
High awareness of employee rights. It basically has to be assumed that legal entitlements will in fact be asserted by employees
in practice.

- ERENHDOTESDIHEZRLUTH,. IR E ORI EH (FZ21Z kit 3 DIERNEFIN D DR D (FEFFDH D T & & F28D/R MEMEINNFEL ),
When employer intends to terminate an employee (or managing director) still legally entitled to continuation of the
employment/service relationship, local employee/MD tends to insist on his/her right for continuation.
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3.3 ifti&%5{8 / TEMPORARY AGENCY (ARBEITNEHMERUBERLASSUNG)

1. & Definition:
MESBE (F. MESH (RErx) NRESEEZRERULIZLET.
MESBEZE =5 (REKX) (CMEL. E=ADIEEEEDT
TN (CERZRITIEDRZEZEKT D, Temporary
Agency Work (also known as employee leasing) means
temporary workers are employed by a temporary work
agency (the ,lender”) which in turn places them with a third
party (the ,hiring company”) to temporarily perform work
under the third party “s direction and supervision

IEZZHY
Temporary employment,

s ) contract . iRE T
.. MBS h Temporary work
Hiring company
S agency
Payment

E 4=
SR Employee
Labour
Performance

Wage

/\ARQIS

a.

. EHIRH  Legal basis:

RYSEBEREE. REFSEIZARH I DEHLNILDFE
F1QEE  The German Temporary Agency Work Act
(Arbeitnehmertuberlassungsgesetz — AUG) is main
federal-level law regulating temporary agency work
RAVERERATE. RV TEEITDIE TCDOMERILDES
BHFETHD., BEIRFFAIZFHEITISD The German
Federal Employment Agency (Bundesagentur fir Arbeit)
is the supervisory authority of all temporary work
agencies operating in Germany and issues required
permits

=52, FHEHRHIFEESHBEEMZT RG] BEFRHE (TR
EBREE(CDOVWTCOERNGHRAIZED D ZEMNTED
Additionally, collective agreements can regulate pay or
working conditions, while works agreements can
establish specific rules for the temporary agency
workers
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3.3 ifti&%5{8 / TEMPORARY AGENCY (ARBEITNEHMERUBERLASSUNG)

3. iIREFEDBEMNEDEMH Requirements for valid d. BEEREC(TRETHNHFIEZBTNDIENKE  Permit
employee leasing: required by lender for employee leasing
5. TRET CRESBEORMORMERNIE. BEOSEEC 2 e TREHBOBEMMBER 18 DA, T, BE 3 HAL
Employment contract between lender and the 4127__9 \;O,HEFajb‘m\\BE D\ R —DfGESEEZR—D
temporary worker governed by regular labour law }RE?E(L}RJIE?ZD(—'U;_C%TTL\B Maxng;um ?tu"at'og of
v L s _ e employee leasing is generally 18 months, afterwards
b. BT CIMESSEE DR (CERRIMANELY  No the same temporary worker cannot be supplied to the

employment relations between hiring company and

same hiring company unless there is a minimum
temporary worker

employment break of more than 3 months

€ R CRTEEAEID LRESE] =TSR TS foORESEENREEOIEE EAEOEBCREL T35
8. BXUEBRDIRERTCRESNDIMEFBEZIFES & SESEEDESD B ICOV T HIEEBOEEHE
% Written agreement expressly referring to “employee A (CHE Equa;I\Pay and Equal Treatment of

leasing” between lender and hiring company and
specification of the temporary workers which will be
assigned prior to the actual assignment

temporary workers generally required if they are
engaged in comparable activities as the employees of
the hiring company
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3.3

iKiEFE TEMPORARY AGENCY (ARBEITNEHMERUBERLASSUNG)

4. BHEBEIRV. FEEMHEZEETUTULWRWMESDENEFE Legal Consequences if requirements are not

met

or restrictions are not observed:

— ETT EIESEDIRESZK(LEERN Employee leasing agreement between lender and hiring company is void

— EFBENEERARINICRETT CORERMIZHRET SEEEMCTEE LIRVLIRD. ET &IES S EE DR D AEEH (TR
Employment contract between lender and temporary worker is void, unless temporary worker declares in writing within
statutory period that he wish to remain employed by agency

— E St EES EE DR (CEIEERBEMGEN DD EHIRXENSD  Establishment of a (fictional) direct employment relationship
between hiring company and temporary worker

9
9

9
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EREE3MELITMEHBENDEE - HEFRENOZIANNEEZED Hiring company is responsible for payment of
wages/ social security contributions to the temporary worker

METEMRESBEICERZXILADEZE. ERFDIMENR EES U CHAEEENDOINNEFFZED If lender also pays wages
to temporary worker, lender is jointly and severally liable with the hiring company for social security contributions

OEFENE (LRETT(CIEERENERTESD Temporary worker can claim damages from lender
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3.3 &% TEMPORARY AGENCY (ARBEITNEHMERUBERLASSUNG)

5. il Sanctions:

— BRI R <REFBEZTIRE T D EIJMTEBILFETHDES 3 A1—0O. REFBENEFDZEITZF SN TULRVWAEADZS
(F&x= 50 A1—ODEiE  Supplying/leasing temporary workers without a valid permit constitutes an administrative offence
and is punishable with a fine of up to EUR 30,000 or up to EUR 500,000 if such temporary worker is a foreigner who is not
permitted to perform such work (§ 16 AUG)

— BARFF R <HEANRESEEZTMET D & (& SENRESBENEBDOZFKITZIFAI SN CTULRWEE. ZERIICL NS
Supplying/leasing foreign temporary workers without a valid permit is punishable by imprisonment if such foreign temporary
worker are not permitted to perform such work
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3.4 JU—S52ADERR

FREELANCING

ER Employment JU—5>RX Freelancing

ERBDEEGSH D ERABCKDEMEIERE. Hrr. FHERFREHNR
E=ND Bound by instructions: Time, place and duration of
work are determined by the employer

1 - £AESTEZESTL. EETOTCX(CHESIND
Subordination to the organization or production plan and
integration into the operating process

ERFZRITIIEEERA UDTR IR
performed personally by employee

Work performance must be

FoEED X TH20Y  No entrepreneurial risk

/\ARQIS

FERA&OEIENTE U IS ORI ORE (FEAN (CEH
Not bound by instructions: Freelancers are essentially free to
organize their assignments and determine their own working
hours

EFHEBAORAESEL  No integration into the operational
organization

EIFEATERANMT O EF (TR0

No personal duty to perform

JU—Z>Y—(FEEIRXTIZED Own entrepreneurial risk of
freelancer
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3.4 JU—-32AMFER FREELANCING

- JU—Z29—mF58. BETCHESERBOSZIANGEEL ., BEREEDERAB/RLY No payment of social security contributions, no
application of the Dismissal Protection Act (Klndigungsschutzgesetz — KSchG) in case of freelancer.

— JU—=S - EHRENBINEEAE EHRESNDIME. BLDT—RXEERICEDLD(CEHINEBITESNTULEMNC KD 2 EERR
DEITABHFET DHE. EROEBITRE CHIIENS. Whether a worker is considered a freelancer or an employee depends on

the individual case and the practical execution of the contract. If the designation of the contract and the execution of the contract
contradict, the actual execution is decisive.

~- RN T -S> — /EBERATHDCEMNMNDST . EROZNDEITATHERBFR CHhIBZEE. A=EH
(Scheinselbstandigkeit) (C8%Z If the designation of the contract identifies the contractual partners as freelancers, but the actual
execution of the contract corresponds to an employee it is a case of disguised employment (Scheinselbststandigkeit).

~ BRBAEEHRNTTIHZEDY A U(E. HIRBDOH SRR DSZIAETS  Possible risk of disguised employment
(Scheinselbststandigkeit): Subsequent payment of social security contributions in a considerable amount
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4. mEEDER ({E5155E)E)
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4.1

FHDRMAFICET DMELE

FHE2%) / STATUTORY REQUIREMENTS ON

EMPLOYMENT CONDITIONS AND EMPLOYMENT AGREEMENTS

— HENEOMRBNIEEREDREZEHN E L TLD
Regulations of employment law intend to protect the employee
— RAYTEIREEDRENIEE(CERH=NTLD
Germany has a very high level of employee protection
~ BIRE, ROFIAICET DHMAINFET D:
For example, there are regulations regarding the following matters:

— SS5EIFRA
- HEE®

Working time
Minimum wage

~ JAKDE Sickness management

- IR (RIK208fE (BSHEHDZS)

. BE30HFT)

Vacation (Minimum 20 days (based on 5-day week), usually up to 30)
— FRE(CXT 9 D1%:& Protection against dismissal
- EEFHBEDET Obligation of equal treatment
— —7%{%5& Data protection
— HEREE Co-determination rights

/\ARQIS
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4.1 ERADFEAHICRET SMEEEMAEY / STATUTORY REQUIREMENTS ON
EMPLOYMENT CONDITIONS AND EMPLOYMENT AGREEMENTS

ERAZHDOANECET 35S~ Employment agreements

— —HZY (CRIRDFBIAICE T DIRA ISREZTZTO
Generally contain various regulations on the aforementioned issues

— EERAREI. BEFMBRERO S EH(EEZH DO RO ZHIR T D
Statutory law, works agreements and collective bargaining agreements limit contractual arrangements

~ ERAZZHNIE—MMCHIFRE UCTRRENSD  FIAFHAR TEYTRITNUTIR SR
Typically general terms and conditions: Clauses must be transparent and adequate.
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4.1 ERADFEAHICRET SMEEEMAEY / STATUTORY REQUIREMENTS ON
EMPLOYMENT CONDITIONS AND EMPLOYMENT AGREEMENTS

ERZFMEICLDEI Requirements under the Verification Act (Nachweisgesetz)

1. BRE4 Formal Requirement:

— CIEERARMAEIREE. FEIRTFRIRIGERFSERMA(CRAT DEUIET2019/1152ZERAEIL L. EBRZNODEEIRRNSZMTE The revised
Verification Act implements Directive EU 2019/1152 on transparent and predictable working conditions and regulates the
essential contents of an employment contract.

- ERZNOETOREBS LUVEABZRICEATIZETOERE. FESOEGADOEMA(TEH VMRS (ST URITNERSIRL Itis
required that all contents of the employment contract and all information about the employment relationship must be delivered in
writing on paper with handwritten wet signatures.
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4.1 ERADFEAHICRET SMEEEMAEY / STATUTORY REQUIREMENTS ON
EMPLOYMENT CONDITIONS AND EMPLOYMENT AGREEMENTS

ERZMEICLDES Requirements under the Verification Act (Nachweisgesetz) (#t)

2. 2022%8A1BUEOFHREBNADZE Impact on new hires as of August 1, 2022:

- ERAE. TRERMEENDOUEIBROIBHAARZ M (CoT TFSRRITFNUIRSIRVY (LUTHIER) Employer must observe a three-
stage deadline for providing required information to newly hired employee (shortly summarized):
- BRYIEET  2ZBASEE. wN. HEFRCEE I 2153 No later than the first day of employment: Information on contracting
parties, remuneration and working time
- BRSNCHHEAENS7EBRLUA | ERABGRORIE. BEAOGZEOMRER. 25, EHEANE. SAEIE. S5, KENASEoaEIC
B9 218 No later than the seventh calendar day after the agreed commencement of the employment relationship:
Information about the beginning of the employment relationship, end of any fixed term, place of work, activity and any
probationary period as well as on any work on call and the possibility of ordering overtime
- BRSNEHBENENS—HAUA  EENTEDHDEDOMDER. FRIREEHLZIRE, At the latest one month after the agreed start
of the employment relationship: Other information as stipulated in sec. 2 para. 1 sentence 2 Verification Act, e.g. duration of
annual leave.
— EFBMRMICE U CE. BRER. B< EERYIOBHEH CTHhIMERIBAIF CIC. £ECOMAEZNFHFLEANTZELEH U ICEAZNENRUA
S IAA—= 3> LAI—ZRMIARZE In practice, this means that employers should provide the written employment contract and
information letter with all essential contractual conditions and contents before the start of work, latest on the first working day

- SN REEBENREEREK TH D, SieDRXUZH/RICHIZ S This is the most practicable solution and minimizes the risk of
fines
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4.1 ERADFEAHICRET SMEEEMAEY / STATUTORY REQUIREMENTS ON
EMPLOYMENT CONDITIONS AND EMPLOYMENT AGREEMENTS

ERZMEICLDES Requirements under the Verification Act (Nachweisgesetz) (#t)

3. 202248 1HUBIDEAZEH Employment Agreements concluded before August 1, 2022
— EXEBNSIEBHOERN G D IEHBEMIHNUE Submittance of information required upon request of employee

4. 3FBA%KER Violations of the Verification Act:

~ EECR > BRSO TEimEE. EFC E(2F1—0ODSiIEDnIEE can lead to a fine of EUR 2,000 per individual case if an
employee is not informed in accordance with the Verification Act

- EREGZROESICIEIHEZS X 2L will not affect the existence of the employment relationship
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4.2 FEE5E - )\— b5, / WORKING TIME, PART-TIME WORK

S EEFRE Working time

— FHEFREE L DHIBE Restrictions due to Working Time Act

— 1H8HH. & T10H5[
8 hours daily, maximum 10 hours daily
~ EREB(CTDIMREZTERDES. WE U TOREU EH BB TIRS3R0)
Obligation to give employees sufficient rest time, employees must not work longer than six hours without a rest
— BEEHS ICIRITHRER DI EIDRRIFZELE
In principle, employees must not work on Sundays and bank holidays
~- BISR TR, EERLIIFREU EOFREF OITREZ ENDEDETD
After termination of work, employees have to enjoy a sustained break of at least 11 hours
— SEFFEDER (CXH UTIE. SIiEMREonNdagEtdssd
Violations against Working Time Act can be punished as administrative offence

/\ARQIS
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4.2 FEE5E - )\— b5, / WORKING TIME, PART-TIME WORK

5 @EB5RE Working time (%)

— BREE(FEARN (CHRARE U < (FERFENRIC K o> THIIESNRIFTNIER SR,

Overtime generally has to be compensated by time off in lieu or remuneration.

- BREZHNICENWTINRTOEREMES TH/I\—=NTLIERETET DD, wEMTEEREIBELOZODAE LR (R1Efl Y TE
6,9001—0) ZBX CTLDREEDH.
For employees with salary exceeding social contribution assessment threshold (currently EUR 6,900 in Western Germany)
possible to agree in employment agreement that all overtime is compensated by regular salary.

~ RSN ENLUTOREE(CDVTIE. —BDEEDHBEDIGS TIF /=N TVNDEHRT T ENAIRE. (B2 L DEFERFED10%(Z
dA—o—EENsd, )

For employees with lower salary only possible to provide that part of overtime is compensated by regular salary. (10% of
contractual working time is said to be ok.)
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4.2 FEE5E - )\— b5, / WORKING TIME, PART-TIME WORK

s D55 EEFRE Working time on business trips

— RO2RITFENDE
2 questions always to be evaluated carefully:

— FEEFRECEDVWZHEFR EHTIRESNDEEHE (EEE1RE)
Working time pursuant to the Working Hours Act (employee protection)?

~ ERB IR U CEiR5Z I DRATNERS R0 O
Does the employer have to pay remuneration for the travel time?

— N\ S FHEIGFR A\ DI BIFE (X — %A (C (XT5EIRFE & (AR ST
Travel time between home and place of work is generally not working time

— EEEDOMEREACITHONIZLHREME N DINSHIEE UTRNONS
Business travel that takes place during the employee’s regular working hours indisputably constitutes a business trip that has to
be remunerated.
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4.2 FEE5E - )\— b5, / WORKING TIME, PART-TIME WORK

iR D5 EIIFR Working time on business trips  (#t)

— EEBEOMERFEIMNATONTZHENSEBIFE EHRESNDIDN. EUTHIESNINRENE DMNIRLIBRERRNE CTRESND
Whether business trips outside the employee’s regular working hours constitute working time and whether it has to be
remunerated depends on various factor, i.e.:

— FERE - SBEFIRE

Potentially collective arrangements/works agreements
~- ERBDZN EDOETEERSS

Employee’s contractual main duties

~ BERBDERICKD LRI TERLE T DEFHER
Employer’s instructions to work during travel time

/\ARQIS
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4.2 FEE5E - )\— b5, / WORKING TIME, PART-TIME WORK

FHEEEIDEEE% Records:

~- RBERE. AKEEE. ABREOETZHER T D2, EREFEAN(C1HOSEFFEIORMIA. 27T, RaZicixl. TDieixz 245F/[
RFIDEHEHD  To verify that maximum working hours, breaks and rest periods are observed, the employer is generally
obliged to record the beginning, end and duration of the daily working time and keep such records for two years

~ ¥ERMEEB 10 LDORZECH UEBHDFTZH) iz BHE T TVDIEH. BREEFTSHILTOSEIFMETHRS A7 LADEAZIR
579 ARE  Employers should consider the introduction of a digital working time recording system, since a new draft bill requires
digital recording on the day the work is performed for companies with 10 or more employees

EERDIZEE  Failure to comply with the Law:
— FHEFRAER (IITRE & U CSIRIOMSROBIEE  Violations against Working Time Act can be punished as administrative offence

~ FRENEEERDGS. MBZIEETE. RECEDEREE(CDOVLWTIEERES RN TESD A worker can refuse to work if the
employer is in breach of the law and claim damages for injury to health resulting from overtime work
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4.2 FEE5E - )\— b5, / WORKING TIME, PART-TIME WORK

A>3-)L - 9—4% Work on Call

~ ERZHITHBERFRBIETES SN TLVDIN, IEHERBBERMEEAENSDOIFUH UTREDAEERDZ E  When the duration of working
time is defined in the employment contract but the exact time of work depends on the employer's decision to call for work

- EREL. TORRTOERBRZE(CSUEFEXITZERTEZSD Employer can require the work performance in accordance with the
current workload

—~ U, A>O—)L - D—O(ICATEAEENIE. LERDOISERE & 1HOSEIFE ICDWTOREZSOVENHSD However, the
employment contract agreement on work on call must specify a certain duration of weekly working time and a certain duration of
daily working time.
—- BAEEAMEWNGS. 2005 DFH @IS SHETESND  If there is no explicit specification, a working time of 20 hours is assumed

~ A2 O-ILICKDFF T DD 4 HAEIETICHEXEE(SEA 4 days before the work is called, the employee must be informed

- ERAAE. J—-J)LUEBICDWTAIRL EGEH3RMENFE S 10D KD (O ERRIFNUTIRSIRLY - The employer is required to call on
work for at least three consecutive hours each day
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4.2 FEE5E - )\— b5, / WORKING TIME, PART-TIME WORK

IN— 54 LAFE Part-Time work

— )I\= K51 L - BEAERETHRE SN TS Part-Time work is regulated by the Part-Time and Fixed-Term Employment Act (Teilzeit-
und Befristungsgesetz - TzBfG)

~ BEE. —EORGEWZEE. EEE(CHBFEZRMET D2 EZRHTUND, The TzBfG allows employees to reduce their working
hours where certain conditions are met.

— Flz. —EOERMGEBIEEE. HEEE HERED/(— 1A, WHDD GohOFHEFEIICREDIEFGESOED [TUvV ] 7R
IN\— 51 LERABRBIZEKXT D) [TUvD - )\—hF1L5E] ZERIDZENTESD, Employees can also request reduced
working hours for a limited duration, so-called “Bridge Part-Time Work”(‘Briickenteilzeit’, meaning a fixed-term ‘bridge’ period of
part-time employment with the right to return to the former working hours), when certain conditions are met.

- ERBFRAIEUT, B LOEBHATAORIMEEZIRE. HEEDHRZE(TD D IEHHEFRIOEMRICERURITNEIRSR0Y, In principle,
the employer must agree to the reduction in working hours in accordance with the employee’s wishes unless there are
operational reasons preventing this.

— FEMENANDIREIRERS EDIEA & (F. FSEIFEOREMENSHOMEE. D—0 70—, ZEE(ICERREEZSZ DIHE. TLEAEGERTIX
Z=EIE59I5aMZE T B, Such preventing operational reasons can exist where the reduction in working hours would
significantly impact the organization, workflow or safety in the company, or result in disproportionate costs.

— I\—=IALREEEN, /= IAAILIRDZECKDTHEE. FFRZHDZ EFERDH SRV, Part-time employees may not be
demoted or suffer any disadvantages due to going part-time.

— )\— N1 LREEE DRSS ARIREENZE. tEHED TEHE I B, Part-time employees keep all their entitlements, such as salary or
vacation days, only on a prorated basis.
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4.2 FEE5E - )\— b5, / WORKING TIME, PART-TIME WORK

IN— NI A LF5E Part-Time work (%)

IN— YA LBEZERTEDEMH Requirements for a claim to Part-Time Work
1. HHERBEBOEETEMAM LIS L TLVS Employee has worked for more than 6 months for the respective employer
2. HEERAEBEMNISAZEBZIMEEZEALTCLVD More than 15 employees are employed by respective employer

3. (FR/mEH. EEOEH. nlge/MgEDFEFEDDENZ=SD) /\— N1 LFBEDEKR  Part-time request (including the desired
start date, scope of the reduction and if possible, the division of the working hours)

4. EF LT IEEAARLY  No preventing operational reasons
TJUwZ . )\—= A LFBEZERTEZDIEM Requirements for a claim to Bridge Part-Time Work
1. HSHEREBDEETENMAMLERFS LTS Employee has worked for more than 6 months for the respective employer

2. HHEREMNMMOANZIBIDMEEZRER LTS More than 46 employees are employed by respective employer
3. EE LT BIBEMN/RLY  No preventing operational reasons

HE - BRAZECDUVWTIIBITESER Regarding maternity and parental leave cf. explanation below

/\ARQIS 72



4.3 BHiER - AR / TEMPORARY EMPLOYMENT, PROBATION

BHER Temporary employment

- [EHREFRCEDVWE-IEAE. SHAUVOBEADXEINUNE
Distinguishment necessary between time limitation based on objective reasons and limitation without objective reasons

- EREFAZEIcCI ERZRHIB UGS, ERZENIEBETHE SN EHREND ., BEORERE(IFENDOBERMFNHZNTLNE
(FREFRELE LOEFESV) blfe.
If employment starts without written agreement, employment is considered as concluded for indefinite period. Ordinary
termination possible subject to general restrictions, in particular Dismissal Protection Act (Kundigungsschutzgesetz).

— ERRBGENEZEH DR FEERS LG UIEiZat. MER TfaSNIc EHREND
If employment continues after expiry of agreed time limitation, it is also considered as concluded for indefinite period
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4.3 BHiER - AR / TEMPORARY EMPLOYMENT, PROBATION

BHER Temporary employment (#%)

~ [EHRERQUOBHERE. UTOERMACHWLTDHETEE
Requirements for limitation without objective reasons are:

— HABR(F2EF LA Maximum length of two years
— RAPRODIER (I 3[E](CPR > THJEE Limitation can only be extended for three times
- BECASHICERESNZZ &ML & No previous employment with the company

— FEROFRFMNEE=NRVEE,. ERAZNEEIAR TR SNIZEHREND
Failure to comply — employment is considered as concluded for indefinite period

/\ARQIS 74



4.3 BHiER - AR / TEMPORARY EMPLOYMENT, PROBATION

BHER Temporary employment (#%)

~ [EHRERAICED S BHIERA DA
Examples for limitation based on objective reasons
- —RNCwEB EENDFHEE RENRTOS T U MDBERE)
Temporary demand for job performance, e.g. limited project
- ABEEE (HEDORS. BIREAEDHRE)
Substitution, e.g. in case of illness, parental leave
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4.3 BHiER - AR / TEMPORARY EMPLOYMENT, PROBATION

BHER Temporary employment (#%)

— TEFELARFDRE DA RE
Limitation based on work beyond retirement age
~ EFICKLDERRTLAEI : BRICKDERZEZHNIOR T EEA (L] EE
Time-limited extension of employment beyond retirement age by agreement prior to retirement possible
— TORDLEEREATHE
Further extension also possible
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4.3 BHiER - AR / TEMPORARY EMPLOYMENT, PROBATION

sFARAR] Probation period

~ E=b6H A
Max. 6 months

~- B8  EEBDEBEADOEEE BIBHD &
Purpose: testing the employee’s aptitude for the job

— sNFRHAE TR ORRE FZ4 MBS LD, LUT5.12888
Termination during probation period under simplified conditions, cf. Below 5.1
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4.4 Kl - TR - 4K - B4k / VACATION, ILLNESS, LEAVE

{KIRER{S &8 Vacation entitlement

- EEREBRAE : 20850 (BSEXHEBOHRS)
Statutory minimum vacation entitlement: 20 working days (based on a 5-days week)
- BB, ERBEMOREZM5 9D, 5T25-30HDRIEMN—#%H,
Commonly, employers grant additional vacation; 25-30 days in total quite common
— RIR(GEBEFAROHEHENNE, BEE LEU S (JMEANERICKDROFEDIAZIBFTERESIEDIZENTES,
Vacation shall be taken during the respective calendar year; transferrable until 31 March of the following calendar year in case of
operational or personal reasons
— EERRARIR(COAHERFENERAINDITH. EEREAIRR EZ2H _ EDENTE D EZ XA UTRET D EN—HHY

Usually deviating regulations in employment agreement for statutory minimum vacation and additional contractual vacation, due
to mandatory law applying only to statutory minimum vacation
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4.4 Kl - TR - 4K - B4k / VACATION, ILLNESS, LEAVE

RRODEH Sickness management

— B DERVONTRRZIHRE I DERH
Obligation of employee to report sickness immediately

- @E. 3HULERR ULBE XS (FEMODZIEZIEL U/IRITNIETR S8R0
Usually, obligation to hand in medical certificate after 3 days of sickness

~- ERA N (CRAR6BERIRENZ 230 il T 2B DD
Employer generally obliged to continue remuneration payment up to 6 weeks

— EXEB(FEAB(CRROEBERZHNA T DHRSF (TEO(EEWERIFORA)
Employee not obliged to inform employer about reasons for sickness
(principle of medical confidentiality)

/\ARQIS
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4.4 Kl - TR - 4K - B4k / VACATION, ILLNESS, LEAVE

FEERIERIAIR Maternity leave

— IFImOIREE
Protection of expecting mothers
— — g (CHEGERIBT R HESERE (FTIHFEDHS12:ER/E) FTOR
Generally 6 weeks before and 8 weeks (resp 12 weeks in certain cases) after birth
- BYRKRURE(CERNDDHE (REENE)
In case of a risk for woman or child (medical certificate required)

~- RN (CEEONNDF5E. HEREIAVDTSE. ERYIZEDIRD 551
Heavy physical work, piecework and work with dangerous materials

- EREBEMETAZ UITHE. 1TBIEIEE UK FHSBILTFEHRND I EEHD
Employer's misconduct can constitute regulatory or criminal offence

/\ARQIS
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4.4 Kl - TR - 4K - B4k / VACATION, ILLNESS, LEAVE

FEERIEZIAIR Maternity leave (#%)

- RERE
Dismissal protection
— IRIREARIFR NS HER 4N H F TR
During pregnancy until 4 months after birth
— 514} EEEHEANERIE (CAGEZ UTTIHE (1FRlIRE BN DK D )
Exception: competent supervisory authority allows termination (only exceptional cases)

/\ARQIS
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4.4 Kl - TR - 4K - B4k / VACATION, ILLNESS, LEAVE

B53{K%E Parental leave

— FHOIFBOREBFTTERAREZ LDHEH. 3FEDDSE (MEFICLDOT) mE2FD(E. 8mDHtEHF TOHMNADRA UM alEe
Entitlement to parental leave until the child’s third birthday. Up to 2 years of three years period (depending on birth year of child)
can be shifted to later period until eighth birthday.

—- BIRAERG. ERABREIERICTTILETD
During parental leave, employment relationship is suspended without payments

~ B (B (CERAREDHEZRETED

Employee can determine duration of parental leave independently
- BR/\— YA LEO]HE

Parental part time also possible

- BREAE - BIR/(— M1 ARG BRANCTTOREABRICE)R
After parental leave / parental part time, basically return to original employment relationship
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4.5. ¥85 / REMUNERATION

EEREN Fixed salary

— ERAIC LD — ARG (EAT]
Agreed salary cannot reduced unilaterally by employer

R—F X /ZENNFREN Bonus/Variable remuneration

- R—FROEHER
Various forms of bonus calculation
~ )\ OA X2 RZEICUTER—FX
Performance-related bonus payments
- SHOEBZEE(CUTTR—FX
Bonus based on company results
- (HBECEEUMEULKFERABICKDRESND) -5V hEEIC UIEZEHBIIRHN
Variable remuneration based on targets (either mutually agreed or determined by the employer)
— FRR—F R (DURANYAR—FR5E)
Annual bonus payments such as Christmas bonus, etc.

— TOAth
etc.

/\ARQIS
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4.5. ¥85 / REMUNERATION

R—F R /ZEFREN Bonus/Variable remuneration (#%)

— EEBDN—F ANINONDTZHDEA&(EEDIR—F ADBERVEE(C LD
Employee’s entitlement to bonus payments depends on the form and nature of the bonus payment

~ DR UDIN—FIAZIWNCELD TSHIBITICKDIEF] OREDIUXDTDEHNVE., BERZHNRMISKREB AL TOERIEDHBLRE
MAETHDN . 1ENREZEITDIC(ETDTRVLEEEEEH D, )
Awareness of risk of bonus entitlement due to company practice (betriebliche Ubung) necessary. Explicitly stating voluntariness
in employment agreement and every time when granting bonus necessary, but possibly not sufficient.

/\ARQIS 84



4.5. ¥85 / REMUNERATION

=IE&® Minimum wage

— ETCOREE (CEBIFHEC EORBEEEN THDNRITUTIR SR
The statutory minimum wage has to be paid to every employee for each hour of actual work

- RIREER(FRHE12.411—0 (2024%F) TERENICSIZ LTSNS
Minimum wage amounts to EUR 12.41 gross per hour (2024) and increases from time to time

— (i) BmEE (i) EFFHEBIDECSVWTHESNTWLWDIEGR (IFRS. LANS > YIRERSE) TEKEEE(ICDVT. EEEDR
5

Documentation obligation for (i) marginal employed employees and (ii) employees in sectors subject to Control of Unreported
Employment Act (Schwarzabeitsbekdmpfungsgesetz), e.g. construction, restaurant, or logistics industry
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4.6 <83 / REMOTE WORK

- FEDERRLUTIE. ERABAIGREEAE. BEHF - 7L DJ—JZ KT DIEF TR0
Without specific agreement, neither employer nor employee has right to demand home office / remote work

- BE [FLD—UE] OIEO#BEEHZ DTN, 2022F (SEPFHEMHSEDERMNRERE L8> TLLE, KFCEIE (37U
No movement in discussions regarding a ,bill for working remote” since proposal of Federal Ministry of Labour and Social Affairs
failed in 2022

- —IRNRERAEDIERECEDZTEEZHHEME UTERI D EFERN(CAT] (BHMEEDT A NR— NEEMDRE)
Employer’s general instruction right basically not sufficient to determine home as place of work (fundamental right to protection
of the employee's private home)

~ EEB LDERIDERFTIEEBEMBE(CLDEAT]EE
Introduction by individual agreement with employee or works agreement

~- BEMERESDOHEIREEECEZE RN VE
Co-determination rights of works council to be considered
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4.6 <83 / REMOTE WORK

- LD —2UDRE Special compliance challenges of remote work
~- HEERTEFREENRENZEODER SN, ERAFEEEZEET IEHZED

Occupational Health and Safety Act and Workplace Ordinance apply to a limited extent; compliance must be ensured by the
employer

— T—IREE LOENZ®IC I TZH DA DIEHE_E DX S NE
Employer must take technical and organizational measures to ensure data protection
~ SEEEOEHOEROEEFEABANE DN, SEFEOLRER FEAN (CEFEE (TR I Z&N'alEE

Employer responsible for compliance with Working Time Act, but obligation to record working hours can in principle be
delegated to the employee

/\ARQIS
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5. IR B DfRRE - By (1E5155E)E)
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5.1 #EM05> / DISCIPLINARY MEASURES

ZiItENn35IE NOT PERMITTED

— —AWREAE  Unilateral salary reduction

~ HIgEX - REAXDEK request for apologies

~- W5 UDOEESIEZE  unpaid suspension etc.

/\ARQIS

®

iahBNSFEIH PERMITTED

—- Z&  Warning (Abmahnung)

~ ¥a5skEH D DHENSIE  paid suspension (Freistellung)
— fRE Termination/ dismissal (Kiindigung)
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5.2 fFEDIEMREEMF (M=) / OVERVIEW OF TYPES OF DISMISSAL
AND REQUIREMENTS

fEEDIERE Types of dismissal
- &
\_/ O/

BEAFRE Ordinary termination Y55 Extraordinary termination

SR Z 6o COfERE. MEREEINMEASNLGWGSEIHESH ERBRCERN(CENPRZGEICIICESICIRTID (BISIIICE
(FEARN (CAE, FEREENMERSNDIGS(IHEEREELORE MBRNBELGT —XEHD) . iRz 2S{bd 2FHRNRUER

SHRMNBE, sostiz D2EBURNDOREBEMNNE., BEFRESORESHIAE,
Termination under observance of notice period. If Dismissal Employment generally ends immediately without notice period
Protection Act does not apply, no specific reason necessary. required (in exceptional cases notice period necessary). Cause
If Dismissal Protection Act applies, reason for dismissal pursuant for termination required, and only possible within two weeks
to Dismissal Protection Act required. after knowledge of the cause. Reason for dismissal in
accordance with Dismissal Protection Act not necessary besides
that.
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5.2 fFEDIEMREEMF (M=) / OVERVIEW OF TYPES OF DISMISSAL
AND REQUIREMENTS

EMBEHO—ENIEHS General requirements for a dismissal notice

(e ) () (=)
$ X

&/ &) &

EMI(CKDEHM Notice in written HEEDEAREZHITD (FEIZHEU JEsNHABE Deadline

form EEHIREB) CENBE  Receipt _ WSRIRRRE « SRR EAHIBA L Th S 28R
- txsrmEY 3ENeaT 3 AmoEE  (resp. assumed receipt) by P
B4 employee necessary Extraordinary termination: two weeks
Original personal signature (wet ink) of CRZRNTSHFAZELTIII—UTIC after the reason for the termination is
person entitled to dismiss the respective LR ERE known
employee Best: delivery by courier ~ BEARRE  SF(CHIRRLIEN. SANHARS
- ZEERICEDKEBADEZE. EEKRDIR ZERBIDENDD (ROR—F
FNBE H8)
Problem: power of attorney Ordinary termination: no fixed

deadline, but notice period to be
considered (cf. next slide)

/\ARQIS o1



5.2 fFEDIEMREEMF (M=) / OVERVIEW OF TYPES OF DISMISSAL
AND REQUIREMENTS

EFBEHD—ENIEHS General requirements for a dismissal notice

®) P
2/ \Z/

& 4501 Notice period EEMEEROHEIREE

- BAERAOREOEDETERESMIBN LE5EERIC LD Co-determination of the Works Council
Minimum statutory notice period for dismissal by employer - FREDRIICEBEEZES EMET D The works council must be
depends on seniority consulted prior to any dismissal.

- BATEBADISH - KHO4BEMRI. &ERTAXRD77ABIETODE — B A EOES, BEFEY  Without consultation, the
termination is invalid.
Ranges from 4 weeks effective as of the 15th orthe end of a _ F|EREESLSEVERILUANICEBREZIIRAND, FRIRROES(F38IU
calendar month, up to 7 months effective as of the end of a M. The works council must give its opinion within one week.
calendar month In the case of extraordinary termination, within 3 days.

~ AHER (&, EERIEESHEARE (F 28R ~ 22U, EBEFMEESDER(IIBEEZIHTDEDTIEI/RLY An
Statutory minimum notice period during probationary period: objection by the works council does not prevent the
2 weeks termination

— Y5RIBRE DI A (BN 1 T ORRE N B] BE
Immediately in the event of extraordinary cancellation
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5.3 fREREE(CE D f##I35H / DISMISSAL PROTECTION ACT

fEEMREEDBE S & f#%95H Applicability and reasons for dismissal of Dismissal Protection Act

(<10)

)

EEELNEE10ALI T OE Tl FFED
REEHEFHEIR, (SRS (XS
HCEFFRV )= SRR (BT (C LD
TO0.5. 0.75A&EnD. )

No reason for termination necessary in
operations regularly employing 10 or less
employees (persons employed for
vocational training do not count, part time
employees count as 0.5 or 0.75
depending on working time)

/\ARQIS

) Q
MEEHNBEBEI0ANZTBA DS CE. Bt AIEE/R5H ¢

HAf6 s A L DEEE (CIE. BREMFREENE peze

AN, e dHRERELE LLOBRESHRCE e e g
SNTDHAEE - EEBDTHLE

In operations with more than 10 regularly - f{EZEESEACEH I DIEH
employed employees, German Dismissal
Protection Act applies to employees
working more than 6 months in company

- reason for termination pursuant to — operational reasons
Dismissal Protection Act required ~  behaviour of employee

Possible reasons:

— person-related reasons
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5.3 fREREE(CE D f##I35H / DISMISSAL PROTECTION ACT

(i) ¥¥BLOFEHICKIBEDEH Requirements for dismissal due to operational reasons

(1) BB _LDIRFE Entrepreneurial decision
— f5l Examples:
— HBESR L JLOD#E/IN Cutback of a hierarchy level
— fEZEEHIR Staff reduction
— =ttd (—&B) EAfH (Partial) Closure of the company
— 4M3BZEEE Outsourcing

~ BRELOREFEAE (C—EN. SHIFFICKDIREDRNE DI DM (A B]
Entrepreneurial decision is up to the employer and will not be reviewed by court

(2) fDEBDOEEIIRLC & No other employment possibility
— SHCHITDMMDERADESHTRVWIMRET T 25K (BiIZBEARCIRST)
Possibility of further employment in the company (not only business facility) has to be examined

— EEDOHNIER. HEAUREDOKEMENME MBOEES ZHEE I DFEHB(F71R0
Only vacant work places count; no duty to dismiss another employee with a lower level of social protection

/\ARQIS
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5.3 fREREE(CE D f##I35H / DISMISSAL PROTECTION ACT

(i) %BLOFHICKLIFEDEMN Requirements for dismissal due to operational reasons  (#%)

(3) #=8EIR Social selection

— RO¥IMEEZ 73 (CEE URITNUIIRS IR0
Sufficient consideration of following criteria

BEEL > Z<DIFE IR > MFIE Scoring system

Seniority

RERG
Main-
tenance
obligations

[EES
Severe
disability

— —TEDOFH=EDME Certain margin of discretion

~ HSHNERTEBOMRE URITNEIRSIRVDIELEER]EE (BEEZHX 0IEE) IMEEEDH
Only comparable (=replaceable) employees have to be taken into consideration in the social selection process

/\ARQIS
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5.3 fREREE(CE D f##I35H / DISMISSAL PROTECTION ACT

(3) #&80%IR Social selection (#E)

— EROLLEAIRENE : Biim (CEE T DHIMTRENEE (B ADEKENS UTCHIOREEDRBE LIRDIEDHY)
Actual comparability: work place-related criteria are important; due to his skills one employee can replace another
— ERLEEATRE S B DREAZEN(CER BT (CEABEDIERERZRILICIEEEZ R DI (CEBISED I N TE DN
Legal comparability: due to the employer's instruction authority an employee can be moved to another position in
compliance with his employment agreement

~ MEEDHEFODEFHNRSNNERSND (FE. HSHERICEFNDINUERELN IR0
The more limited the area of work of an employee is, the less employees have to be included in the selection due to social
criteria
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5.3 fREREE(CE D f##I35H / DISMISSAL PROTECTION ACT

(IS DTENIC KD fEE Dismissal due to behaviour of employee

— (1) EHEB(C K BEHIER Violation of contract by employees
— RAFE1T Non-performance
— A 52372f&1T Insufficient performance
— {EEWEDIRE Divulgation of company secrets
~ ERE(CAF 10D 174/ Competition at the expense of the employer
~- EFIEDEIEE Damage to the employer’s assets
— (2) #IZZ1tIE7 Balancing of interests (proportionality)

- BEFFELUTRICOVWTESBH CHDIZENNE, BEFTREBDOFE
Generally necessary: prior warning of a similar behaviour. Dismissal = last measure.

/\ARQIS
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5.3 fREREE(CE D f##I35H / DISMISSAL PROTECTION ACT

(i) fEESREADEHIC K SfEE Dismissal due to person-related reasons

— BREARTIIRANSZRHICKD. BIBEBEIT\XENEDHS(CEA
Inability to perform work due to unchangeable personal reasons
> EES(CEENMEWNSZS(CHEEA  No negligence necessary

— SHCENLSIORERAESHMFE URWC S (FHIHE
Only possible if no opportunity for further employment in the company

- Z2EDOwWEILL No warning required

—- FIERAEIAL. EEB DS Main application field: illness
~- RHADJ®S Long-term illness
— SEFINFRHADRS Frequent short-term illnesses

— EBN(CHIBERMISOERODIRST N EIRMIZENZ ) In many cases necessity to consider factual requirement of reintegration
measures (Betriebliches Eingliederungsmanagement)

/\ARQIS
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5.4 455lf%E / EXTRAORDINARY DISMISSAL

WSRMEEDEMS Requirements for extraordinary dismissal

(5 (i)
X)

(1) SRS TETERBFEHGT I &N, ERCIRS (2)F#i9% Balancing of interests (proportionality)

UT. 8 TETRVWEXREAND D - BREICHBITDIERAEBEDOHNREN. CEEDREBMEOFnzZ LED
— Serious cause which makes it, in good faith, unacceptable to <& the employer's interest in dismissal must outweigh the

continue the employment relationship until the end of the employee’s interest in continued employment

notice period - FRENSRFERTHDE  dismissal is “ultima ratio”

- BiBUAR negative prognosis

- #AEAREEE I D  exculpatory circumstances must also be
considered

REREBE(CED <HENBHREAELH. FRFEEOEMD) \— FILIEEW

No reason for dismissal pursuant to Dismissal Protection Act required, however hurdles for
extraordinary dismissal are high
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5.5 AR DEERE / DISMISSAL DURING PROBATION

~ HFAHARE(E&E6/M A Probation period allowed for max. 6 months
- B8 B DEBEAOEEE BBHD & Purpose: testing the employee’s aptitude for the job

— PRI DR (SEHMEFI SN TLVD Termination during probation period under simplified conditions:

- ERREHSRYD6 5 AIFREFREERASINT > FE(CRU CHRERELRCED UFEDSEH(FKDHS/2RLY  No dismissal
protection for the first 6 months of employment - dismissal does not require a specific reason in accordance with Dismissal
Protection Act

— SX1HARE (FEAR (C 238/ Generally notice period of 2 weeks
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5.6 & 2f%%Y / TERMINATION BY MUTUAL AGREEMENT

BE, HECRDIREFANDHEDEBNNE
Usually necessity to consider impact on unemployment benefits

E{4 Requirements

- BRFE@EICKD Agreement must be in written form
- MEBFDBEEELNWE  original personal signature (wet ink) of both parties

—iEEREE$ISEIE  Regular contract components are ...

EFR&#ETH date of the end of the employment
BRI pay leave
BEfE severance payments

SHEEORM, UTJ7L>XLA— return of company property, reference
ZTDftE  etc.
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5.7 €D / FURTHER ASPECTS

Bl Garden Leave

~ B EFRFR=NDIMBE DAk SN DIRRED Z &
Suspension from work under continuation of salary payments

— —ANCHmIDICE. BRI DIERABONBZNUNE (BIXENEE (CKLDERREZNERDEGS
Unilateral garden leave requires predominant interests of employer (e.g. in cases of severe violations of contractual duties)

—- EBICHNTIE. EEEHNORR. EREER TE TOHBIOBEEFEZGRT 22 ENE L (EMI(C(E EFCODE D EBIGENNE/RZ & (F
=)
In practice garden leave often instructed with termination notice until end of employment (legally, above mentioned weighing of
interest necessary)
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5.7 €D / FURTHER ASPECTS

5 EFEMiZE Reference Letter (Zeugnis)

— EEEOFHEFHMEFRITZERT DIEF
Entitlement of employee to reference letter
~ MEEDETDROELIEE CZEZEZITEDTHD TFIRSIRLN
Qualified, benevolent work reference letter which does not hinder the employee’s professional progress

~ EEAE Main content
— TOEHTOLEDOHEBERUHAME
Nature and duration of activity for the company
— ERBDERFANEDF 7850
Description of employee “s activities
~ EEBEDMHLSERD. BFRREADFHME
Evaluation of performance and behaviour of the employee
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6. RS ENE



6.1 HEREE (1) / CO-DETERMINATION RIGHTS (OVERVIEW)

Collective bargaining agreement (Tarifvertrag) Empl(.)y:..rs’
association
— RSN ER&EEE
Company collective agreement Member —Y
2B CBERE D kS
/, O o E: =
Member Company 21t (:;xjf,;/r;)tl;@;n'*m
A:I
HEE (e.g. GmbH) i Co-Determination
B4
P
Employment agreement V‘v\orks agreement
REFRZH FEAHE

® Diisseldorf Munich BEMLANIIDOHEIRE
Operational
Co-Determination

— (5 : BEFESIEEDEA)

Employees EEmEaS EEmEaS EEmEES )
a
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6.2 S L NILDIEIRTE / CORPORATE CO-DETERMINATION

- KRS (AG) B XUEEERIC L > TIFBRE(GmbH) (CEEA
Concerns stock corporations (AG) and private limited liability companies (GmbH) depending on the number of employees
—- BEBREAD I\ —ROHBERIMEEERCI DO TERD
Number of workers in supervisory board (Aufsichtsrat) depend on number of employees:
~ EEEHNS500 N ZBR DA TIE. BEERSDIDDINHEE(CLD TEESND
Companies with > 500 employees: (German "One-Third Participation Act”, Drittelbeteiligungsgesetz)
— BN 2,000 \ZBZX D TIE. EBEEGSDFENFHEEDRERE THEK
Companies with > 2,000 employees: 1/2 (German Co-determination Act, Mitbestimmungsgesetz)

BEESOEES LUHER
Responsibilities and powers of Supervisory Board

— HU# S DAEdR S K UFRE

Appointment and dismissal of management board members
~ E# S DEEE S LUMEE

Supervision and guidance of the management board
— FIRREZEDEE

Approval of the annual financial statement
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6.3 FHEERFALNILDHRERTE / OPERATIONAL CO-DETERMINATION

— BXEFIZESOEMN CHEEE | IEEEDOFIRDIRE
Works council as a safeguard for interests of employee

~ EEEBENSANULDIZE(CEHIITDIENTED
Works council can be established if at least five employees are employed

- EREB(C(IEEMRERZRI T DEBIIRVNRIIZHILET D EHETE/RN
No duty for employer to establish a works council but no possibility to block establishment

— [LEEHEIODIEIREARIE. RiEIED JURERDOHEIRENE
Significant information, consulting, and co-determination rights

- HERE (LF) . OBEAN. QHEMNE LUREBERNIRSEIACKN
Co-determination concerns personal, social and economic issues
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6.3 FHEERFALNILDHRERTE / OPERATIONAL CO-DETERMINATION

ERELEXTEASDHRRIRE

Joint decisions of
employer and works council

EXRtnE RESE

Works Agreements Regulatory agreement

BAITHIEE
(FHZAR) =
Enforceable

(,,conciliation
committee”)
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6.3 FHEERFALNILDHRERTE / OPERATIONAL CO-DETERMINATION

BEMBEL. EEMBE (leitende
Angestellte) ZBR<{ ETODREXEICERS EXFHEFZTE TR T S Works
L5 Works Agreements are valid for all » agreements have to be recorded in

employees except executive employees writing
(“leitende Angestellte”) ERELEEmMER
%liﬁ%ﬁﬁﬁi’&f&
ELFHED FHER0CI TRESN B Employer
fo. FRGBEHESNDREMS LVOZD e uncil can
thOBRARMA R (HETRHOE coHneR ca
5) negotiate
BISt : BERON RN B LR EER Works
HTNBIBE SOFECMENE EEFRELEDSSH (£ 54h
Works agreements shall not deal with &) (:;é;}j-% Vc\L/orks agreementscL
remuneration and other condi_tions of ¢ > have to be displayed in a suitable place
employment that have been fixed or (e.g. internet)

are normally fixed by collective
bargaining agreement (“Tarifvorrang”)

- exception: collective bargaining v
agreement allows supplementary SR, RN DEEMISERINS

works agreements :
g Works agreements shall be applicable
mandatorily and directly
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6.3 FHEERFALNILDHRERTE / OPERATIONAL CO-DETERMINATION

()
\_/

EXFIBEBEE3HARNDSH. FEZEBEFRABETSESN AR

Fo SRR 28T I LR AT HE

In general, works agreements can be terminated at
three months’ notice or based on an agreed notice
period in the works agreement

EEFMBEZR T ST DMDAE

— BIDOEZEFMBENDESHR

- BEIE

~ HffiD#%E (BRSSP EDZS)

~ BRIRER(CLDIBHFREDIRT

Further possibilities to end a works agreement:

— Replacement by another works agreement

— Rescission

— Lapse of time (in case of temporary works agreements)

— Termination of a works agreement via termination agreement

/\ARQIS

FEFREDRNEE. MHEECORENERE EEEFIEER
BOERICH> TRNDBIZEDOTETDI3ECOHRRICAL T, Fiers
B RENDFE T, FABERASNHITD

> BRBEEFTFELDEDIMNCRSIARESNDEIEENHD

Note

After the expiry of a works agreement its provisions shall continue to
apply until a fresh agreement is made in respect of all matters in
which an award of the conciliation committee (especially cases
according to § 87 BetrVG) may take the place of an agreement
between the employer and the works council

- Employer can be bound much longer than expected
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6.3 FHEERFALNILDHRERTE / OPERATIONAL CO-DETERMINATION

HRESEIL. ERBLEXERMEZERICOH ERELSEFEE
HEMNEEBEEZS (REELOEARABR nggggﬁz?ﬁfﬁ
(ZRE9 S FREBAITI R (L4 LY) Al HE

e IEEH L
No form requirement

Regulatory agreements only entitle and
oblige employers and works councils
(no normative effect with regard to the
employment relationships of the
employees)

Employer and

works council

can conclude
regulatory
agreements

v
EXFHEELRCERTAENREOOND
Same termination options apply as for the works agreement
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6.3 FHEERFALNILDHRERTE / OPERATIONAL CO-DETERMINATION

HE{ESHEDIEM Spirit of Mutual Trust

REARGIESE2RFE1IE  HEES S FERERARDOI EES 2 (1) Works Constitution Act (Betriebsverfassungsgesetz — BetrVG)
Status of trade unions and employers’ associations

BRABNUOSEEFFZERE. REERUVUBEFIOFEDIZH(C. BBRSNDIFHEHRNZERL. BEMZAERT DHEHEENRMEREERER
AU . HEEBEOEHZE D THI UIRIFNIEIRS R0

The employer and works council shall work together in a spirit of mutual trust having regard to the applicable collective
agreements and in co-operation with the trade unions and employers’ associations represented in the establishment for the good of
the employees and of the establishment.
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6.3 FERPFALANJIVDILEIRTE / OPERATIONAL CO-DETERMINATION

—
EEAHRBIESE745%51H
EREESEMTERE. AR EE8A1 Bl SRSFBEBNATINERSIA,
mEF. SRICGETDCEZWICEFH. BEROEEZRRT DITHDREZITLVR
N5, BIEEERD TVBEBIE(CDUV TSR LIRITUIIRS IR,
§ 74 (1) BetrVG
The employer and the works council shall meet at least once a month for
joint conferences.

They shall discuss the matters at issue with an earnest desire to reach an
agreement and make suggestions for settling their differences.

EEARBIESE745%5821R
ERE EBEMEER EDBIOFBRITAR (Arbeitskampf) (&, BEEITDIN,. FH
BFRIDOIFERDEFRITREEDIRD TEFRL,
ERE CEEFRRERE. FEFOEEZIT. XIIBRFMOERZET S/EEIZ
BFRRTNULIRSIRN,
B (F. BENTOBRRDODEREH ZEXRRTNUIRSROD, FAERITHEER.
HEBER. RIBBEGRR UM E DD EF (CHITDIBEMN (ETDREE (B
%9 BFIAEICITEATNIR,
§ 74 (2) BetrVG
Industrial action (Arbeitskampf) between the employer and the works
council shall be unlawful; the foregoing shall not apply to industrial action

EEARTIESE 75558218
EBRELEEFREZEERIE. FEFONUREDAMEZHREL. TOEHRLERZIGE
LI TSRS IR,
MHEBDBLMEED)L—T OB XM EBFEEZIRE URITNUERSR,
§ 75 (2) BetrVG
The employer and the works council shall safeguard and promote the

untrammelled development of the personality of the employees of the
establishment.

They shall promote the independence and personal initiative of the
employees and working groups.

between collective bargaining parties.

The employer and the works council shall refrain from activities that
interfere with operations or imperil the peace in the establishment.
They shall refrain from any activity within the establishment in promotion
of a political party; the foregoing shall not apply to dealing with matters of
direct concern to the establishment or its employees in the field of collective
bargaining policy, social policy, environmental policy and of a financial
nature.

I

[ B RS 79%E2A ]

EEFEELDIHICLYMY B CERTORLNEICET 5 THES
§ 79 (2) BetrVG

Confidentiality obligation concerning trade and business secrets which
become known to the works council as a result of its activities

e
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6.3 FHEERFALNILDHRERTE / OPERATIONAL CO-DETERMINATION

RERITIACH T DT — I RERT
Information Exchange and Data Protection

ERE CEEMEBEER EDORBIDBIRME. BEMEBESN [EiFfdD T—FREEZO—MEREAZETFINCEENDSD Only general maxims
D] O—EBTHD [EE=F] TIFRLZsD. GDPRE KXUHEFS of data protection law must be observed:
F—IREECWVNDST—IBE(CRAT DEREBHOERE(TRSIAL, F_HEE ST — A DEEEM  Data avoidance and data

Exchange of information between employer and works council is economy (Art. 5 GDPR)

not subject to the data protection requirements of a transfer L TEBRIMEVNE—SFINET S As little data as possible
within the meaning of the GDPR and Federal Data Protection Act should be C/oﬁ*ectzd P

(Bundesdatenschutzgesetz — BDSG), as the works council is part . B .

of the "responsible body" and not a "third party". - BREFRL(HMBRIESNRVWT —F(CRRT &I TE DD
12< 93D As few persons as possible should be concerned
with non-anonymized or non-pseudonymized data.

- FT—HDHEM Data secrecy (§ 53 BDSG)
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6.3 FHEERFALNILDHRERTE / OPERATIONAL CO-DETERMINATION

MEESSFHEE Conciliation Committee Procedure

HENDNL, BRE CEEMBEESDRBIONPRZHRT DIZHMBKEESNREND, BERECLDIER TOFREGHFE.

If necessary, a conciliation committee must be formed to settle disputes between the employer and the works council. Employer
may also form a conciliation committee voluntarily.

- ERE CEEFIEESNAET DEMUILCEE CPIUNBEZEERTIERSND, EERICDVWTER TS RAVSE(IFS@IEFIFINYRIE.

Consists of an equal number of assessors appointed by the employer and the works council and an impartial chairman. If the
parties are unable to agree on a chairman, the labour court shall decide

— MFHZEZ(FES (CENHRITNUSIRSTRN,
The conciliation committee must act immediately
— FEBFROEM TERENDIN,. ZERERVIDIEE TIFEHE UIRITNUTIRSR0,
Resolutions are passed by a majority of votes, whereby the Chairman must abstain from voting in the first vote.
- REFEMEICEREFRIN. BENBRLU. BERAESEMRES (R SRITNUIIRSIRN,
Resolutions must be recorded in writing, signed by the chairman and forwarded to the employer and the works council.
- MREESDOERFERAENEHET 5,
Costs of the conciliation committee are to be borne by the employer, § 76a BetrVG
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6.4 SBFEXEFREERDOZMHE / WORKS COUNCIL PARTICIPATION RIGHTS

EXMERRDSINE

Works Council
Participation Rights

HEMWEER AEEHR BHEOEE
Social matters Personnel matters Economic matters
§§ 87 - 91 BetrVG §§ 92 - 105 BetrVG §§ 106 - 113 BetrVG
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6.4 SBFEXEFREERDOZMHE / WORKS COUNCIL PARTICIPATION RIGHTS

HEREHE - HEHDL AN Co-Determination Rights — Level of Impact

iE$iRH Information

HEEZHORHE Z ST TREMN DER O FRIEH

Comprehensive and in-time information including submission of necessary documents
EREEHR Hearing
EXMRERFIERAENERLTVWOIREICERZRRTED

Works council can comment on an intended decision of the employer
%3 Consultation

BERXMARLELLD

Requires exchange of arguments

i Objection

EREOREZWHITHILIETERL

Can not prevent the employer’ s decision

F%E Consent

—EDHEICODVWTEHEERTZESORENLE, AEDLEWVWETILEELLED

Certain measures need the works council ‘s consent; without the consent the implementation of these measures is
unlawful

FEH# Initiative Right

5l . BEXFIBEDRSICEHL TR E
e.g. with regards to the negotiation of works agreements

/\ARQIS 117




6.4 SBFEXEFREERDOZMHE / WORKS COUNCIL PARTICIPATION RIGHTS

@ ABBEEIA Personnel matters

~ BEFRRERE. ERABECHITDIRL IR TRSENZRD
Works council has to be involved in various stages during employment process

— ANZE5tE. Kk AJILE Personnel planning, job advertisement
- ANEB7>4— bDfERA Use of personnel questionnaire

— JREISEDI5E Guiding principles

— BZES)I%E Vocational education
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6.4 SBFEXEFREERDOZMHE / WORKS COUNCIL PARTICIPATION RIGHTS

@ AEBEEIH Personnel matters (#t)
~- ¥1ARER / % Z®E Hiring / Relocation
- BEFIEREESOREE LU COMRERAFT T (IS EE T (TR
Hiring or relocation without consent of works council is void
~ FAEIEROROBAIAAMEE. BRAE(CLDENNS LEFRUA
Works council shall notify employer of refusal 1 week after informed by the employer
~ {EEOBANEN O ITHEE (. FEREESNAR LT EHREIND
Otherwise, works council deemed to have given its consent
— HEBHIFRC K DFEMEESDRAENITNAIEE
Consent of works council may be replaced by the labour courts

— #ERE Dismissal
- RE(CHEIS, BEREESROBRREBRRUAITFNERSI (LEFDEHRIRER)
BERE - 1FRIRRE/R E I N TOREEDIRICEA
Works council has to be heard (extensive information) prior to every sort of dismissal (ordinary termination or extraordinary
termination)

- BREENMTONRMN D 2SS, R (SER
If works council is not heard, dismissal is invalid

~ 212U, BEMEZBESDEZERR UM CIIREDBMNMEZIHTDZ EETER0N
Works council may object, however, an objection will not hinder the dismissal
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6.4 SBFEXEFREERDOZMHE / WORKS COUNCIL PARTICIPATION RIGHTS

2 $#t&mEEIF Social matters

- BEFIEERIIRAIBRIACEH U CHRREDIEN 2B I D

The works council has a right of co-determination in several matters (Section 87 para. 1 Works Constitution Act
(Betriebsverfassungsgesetz - BetrVG))

— HEIRTE OHERZ R U CTITHONITITA (FEXD
Legal consequence of ignoring co-determination rights: conducted action is void
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6.4 SBFEXEFREERDOZMHE / WORKS COUNCIL PARTICIPATION RIGHTS

2 tt&MEIA Social matters (#%)

— 5 Examples
— Y% Working clothes

AAdh

— ZE . 25/ Ban on smoking, ban on alcohol

— AOECHITDtF+F1 VU5« RE Security check at the gate

— HEEFDS 1 LA— RDASIETS Obligation to activate time card at entrance

— SERERT (BEHIEEAZSE) Working time (including introduction of short time work)
— {RBERARE!I Vacation regulations

— EFESM 5@ Overtime

~ BEFEHIEDOE A Introduction of short time work

— FEFDOESEE DEH
Monitoring of employees at work

— HSERFOEST AR
Video surveillance at work

- REEDERZENE UIIFKRY J DT 7DEA

Installation of special software which is designed to monitor the employees
— A LLA—=FT A T RAT A

Time-recording system
- L=

Tele-working
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6.4 SBFEXEFREERDOZMHE / WORKS COUNCIL PARTICIPATION RIGHTS

3 #FBEMZEIRE Economic matters

- ZLDFE. EEMEZERFBERIEBEOHZH L. FEEDRBEOHBIREHE (FFFT/R0
In many cases works council has only information rights, but no initiative rights or co-determination rights

- EREN [SEMZEE] ZiTE I 355(E. HEEHN20AZBI D TE. KDBAORHKEREENEET D
More powerful co-determination rights in companies with more than 20 employees with voting rights if employer plans change in
operations

— [SEEMEE] &LE BREAFTCEERO—EIOHIOMEHE. RIDEEEOEH. SHDEIRE
Change in operations exists in case of downsizing or closure of the entire business or parts of the business, mergers with other
businesses or demergers

- B EEEDINTEIEIEIKEID (T I DEXRIIAFIZT
Significant disadvantage for entire or considerable parts of staff required
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6.4 SBFEXEFREERDOZMHE / WORKS COUNCIL PARTICIPATION RIGHTS

3 #FEMEIRE Economic matters (%)

~ RERFEENMUTOBEISELULBEICE. KEBDDOREENEZEZZ TIEETND
Considerable part of staff affected when the following numeric value of mass dismissal is reached

(BBEHMIR) EBZEI=E))
Size of operation Affected employees

21 - 59 employees more than 5 employees

60 - 499 employees 10% or more than 25 employees
500 - 599 employees at least 30 employees

More than 600 employees 5% of employees or more
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6.4 SBFEXEFREERDOZMHE / WORKS COUNCIL PARTICIPATION RIGHTS

3 #FEMZEIRE Economic matters (%)

—- BEMEZBICKD., HRAIRENRBNFREETD
Change in operations leads to several legal consequences

(1) ERENSEXFFZER ORI THIRRARE (525)) ZiiE I DB HhER
Employer has to try to reach a balance of interests with the works council
(2) BEFRERICKD., HRMEBCRBENBRINELDBEE. V—2vIL - T332 (HEN@ETS2) ZiFET 255

Employer is bound to conclude a social compensation plan if change in operations leads to economic losses for affected
employees
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6.4 SBFEXEFREERDOZMHE / WORKS COUNCIL PARTICIPATION RIGHTS

3 #FEMZEIRE Economic matters (%)

(1) FIZ£5A%E Balance of interests

- B : (eEEORBAFIZmOD L)
Goal: Prevention of economic disadvantages for employees
FIZRARRDAS | BEMEZEDEM. KA. 3EHer55E Balance of interests determines if, when and how a change in operations
is being implemented

~- BEMTE(L. FIRFABSEC [BRICEISIZ] RICIEADT. EMZHIBIDIENTED
Change in operations can only begin after balance of interests was tried seriously

- BERETERVNGEEIIE. PMREESTIBEIDCENTED
In case of failure arbitration committee can be called

- BU. BEFMEZEESIHNEARDOEIRZHEHNTDZEE TSR
But: Balance of interests is not enforceable by works council
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6.4 SBFEXEFREERDOZMHE / WORKS COUNCIL PARTICIPATION RIGHTS

3 #FEMZEIRE Economic matters (%)

(1) Y—=+JL - S>> Social compensation plan

- BiE ;. BENRBROEEPFTITEFD BB
Goal: Social compensation plan shall mitigate economic disadvantages

— HJEE/IRAE Possible content
- ##E& (EEFZ) Severance payments
~ BB KXUEEMER Employment and qualification measures

- BEFRREREIYV—SvIL - TSODEMZEBHITDIZENTED
Social compensation plan can be enforced by works council

~- BEMEEOEME CE. BHlDEFRT D
Enforceability even remains after implementation of change in operations
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6.5 FRFAIESESDZSMEDIRE / CONSEQUENCES OF VIOLATION OF
WORKS COUNCIL PARTICIPATION RIGHTS

SEFMLZECOSINEREDENIFE(E. EOSIMEMRESNIIMNCKL DO TERD
The legal consequences of a violation of participation rights of the works council depend on which participation right was violated.

— iR, EESLUVHIBIT, BLRDT7—RIZIECTUTD K S HEMBRZIRE:
Generally BetrVG and case law of the BAG provide for following possible legal
consequences depending on the individual case:

— g% Fines

— g8l Penalty

~ SMEQFENFEBERFIFTICK > TEE St 5 Declaration by a labour court
that a particular participation right exist

- BEOHEEDHE - hIEDKSH A claim to desist or cease a particular
measure
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6.5 BFEXEFMEEROZSMEDIRE / CONSEQUENCES OF VIOLATION OF
WORKS COUNCIL PARTICIPATION RIGHTS

FEFIEEROEHISIMECEAL TIE. FEMEESOEELGSINIERBDREDENMEDSESF

With regards to compelling participation rights of the works council (e.g. § 87 BetrVG) the proper participation of the works council
is condition for the effectiveness of the measure of the employer

~ BERMERESDOASINEL(IAEBIRSIODGE. HEAE LY Invalidity under collective law in the event of lack of or improper
works council participation

~ ERBORENMEEEDENMUZ BT D15E. EEIELEESR) Insofar as the employer's measure worsens the employee's
legal position, it is also invalid under individual law
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7. BEBRRICH DT —IIRE
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7.1 ERET— I REDFINEH /
SPECIAL REQUIREMENTS OF EMPLOYEE DATA PROTECTION

/\ARQIS

REDANEEHE : HEHLREREICHEHT DIH
Personal scope of protection: Concept of employee, § 26 (8) BDSG

MEEBLDAES IUNEE
Employee-like persons and

civil servants
—EFEADIEEEBED
Including temporary
workers

ICEEBEB LU TS
Applicants and former
employees

130



7.1 ERET— I REDFINEH /
SPECIAL REQUIREMENTS OF EMPLOYEE DATA PROTECTION

BT — S REERZET U7 —Y NBDHEE REIBDIES
Permissibility of data processing in accordance with Detection of criminal offenses, § 26 (1) s. 2 BDSG
§ 26 (1) s. 1 BDSG

F—HNBOLEN Necessity of the data processing — M BN ONIR(CEE T BIFRIFRE  special provision for

- BB LT —IWNREDHER I DB Z@HET D  Weighing up processing for repressive purposes.
the conflicting interests of the controller and the data subject. — ESDIERICEHT IEDREIETHE L D DUIEHN SR NS
P NEOEDME. NEE. R E SO NEIEEDMSEN Flz vs ILTEDOEKNE - FBAE. BRUEEL\DFRE Interest of the

X%E  This requires a complete proportionality test, which employee in the exclusion of processing while maintaining
includes a consideration of the suitability, necessity and their right to informational self-determination vs. the severity
appropriateness of the data processing. and seriousness of the offense and the intensity of the

BHIDFIBR Limitation of the purpose suspicion.

— AIBOBM (L. ERREBZROKII. Eit. FTERTEZREIDEL
TIAFNULIRSIRLY  The purpose must be to decide on the
establishment, performance or termination of the employment
relationship.
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7.2 ERBR®RICHITIRE /

CONSENT IN THE EMPLOYMENT RELATIONSHIP

BT —AREEDNEDHDIERBERICSITDIRAEHRE
§ 26 (2) (BDSG) regulates consent in the
employment relationship

EF=%
Voluntariness

- EBEDREE. RENGINKE, REIh-T—2DFELH.
FHEDOERE. AEDOFHERIZEDNT, FEEMNTEMmEINS
Voluntariness to be assessed on the basis of dependence of
the employees and the circumstances under which the
consent was given, the type of data processed, the depth of
the intervention and the time of the granting of consent

- ERZMOMER. REBEBERELILY O Y—IZE5ENT
Wb EEZ NS Before concluding an employment contract,
employees will regularly be exposed to a greater pressure
situation

/\ARQIS

-~ REBITE > TEMFELIIBRENMNENB SN BI5E If a legal or
economic advantage is achieved for the employees

- ERE L REEDRRDFIEZEKRT 53FE When employers
and employees pursue similar interests
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8.1 #i£ / OVERVIEW

RAVEEEICKD, BEFEIEABERISELDIHS5WIER. BEE. EEGTEEREINS According to German
Act to improve old-age pension coverage (Betriebsrentengesetz — BetrAVG) company pensions are
defined as any old-age, invalidity or survivors' benefits arising from an employment relationship.
RAYTIE EEDHSREFENDRREEAT (E. FEAEDREE L TDREAACEBM TSN TED. Z<OREN EETD) 13
FEHIEZIRM LTS In Germany, paying contributions to the statutory (state) social security pension is compulsory for most
employees and their employers; in addition, many companies offer (second tier) company pension schemes.

1. EFRE. BNHEEOLNEEEMHFISD The company pension takes its place alongside the statutory pension scheme of the
respective employee.

— DFD. GESNEEEFRF. BICANFEEENSIZT LTSN TEREESND 2 E(FRLY  This means an agreed company
pension cannot be cut back if the statutory pension amount is raised later.

2. 1bEFE(E. ERAZEN. FHEE. BRPE. FEHEIT. FEHERRERQREZIEHLE TS Company pension commitments may result
e.g. from the employment contract, a collective bargaining agreement, a works council agreement or an operational practice or
the principle of equality (amongst other grounds).

3. EFERE. BREOHUL. FZEREEDFH (FES5KEIE) H. HDVWIERENESRSIESDO—ERE L RFRZIUL T DFHEREN

5 The company pension is either financed by the employer alone or by the employee alone (by way of salary conversion)
or there is a mixed funding, where the employer matches a certain amount of the salary conversion.
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8.2 FFRBIEDIEF / DIFFERENT PENSION SCHEMES

1. BIZEHIE Direct Commitment (Direktzusage)
- ERENESTEEFEZMHE. DFOMNEBELGHREZESIEKR L. FEBUIZESHEEITDIDT. BB LRSI NHZETD

The employer organises the company pension plan himself, i.e. he forms the necessary provisions himself and organises the pension payments
himself. Therefore, this requires a high administrative effort.

2. #FEEE Support Fund (Unterstiitzungskasse)
- ERAFR(EFEABZHDOEABERRC LD TSN DIFET. UTOFEEES(CIHEMUTD
A pension fund organised by an employer or an association of employers with legal capacity, similar to pension insurance fund.
3. BEiERIR Direct Insurance (Direktversicherung)

- ERENMEZEEOLEMRRICIMAL. MEETT(FZDERICRRIGMIDOEEIRZ(E—EPDIENZE5 XD, RIRFBIERERORME (IRREHNSIAOND,
EEBRT(ITDENR(E. RRSHE(CH U T EEEIFERIEZR D,

The employer takes out a life insurance policy on the life of the employee and grants him or his surviving dependents a full or partial entitlement to
the insurance benefits. The benefit upon occurrence of an insured event is paid by the insurance company. The employee or his surviving dependent
have their own direct claim against the insurance company for such benefit.

4. fFEBE Pension Insurance Fund (Pensionskasse)
- ERAEN—EOLmERREAZEBL. RRRZHINT D, EFROBMIIFEEENOZIRIND, EBFFEDEEGBRIEZIF D,

The employer organises a kind of life insurance company to which contributions are paid. The benefits in the event of retirement are provided by the
pension insurance fund. The employee has his own direct claim to pension payment.

5. R>>3> - IJ7>FR Pension fund (Pensionsfonds) — EFiREEMIT exclusively for old-age retirement pensions
- FERFEEE. X232 - T72 RO SFERZZ TS EMMENIZE T D,
The pensioner has a legal right to the pension from the pension fund.
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8.2 FFRBIEDIEF / DIFFERENT PENSION SCHEMES

ERFR
Company Pension

S EpEED EHERN (SR
Indirect Implementation
(via external
pension providers)

A& EEEH
Direct Implementation
(via employer)

]
gﬁgftjg Pension
i Insurance Pension
Commitment e s
ﬁiﬁ!?nf RPR A FRIRICED< Insurance-based
Provisions Premiums
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9. HENERHEDRLAFHRE
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9.1 F5EFAFIFHEZTORIE / OVERVIEW OF LABOUR COURT PROCEEDING

Ry DOFHHFRE. FEOHPRIEE. FRhBHEINSE. @F. #HEAERHFREC BE. MEAXTIWSAAEAND, FIRZ
HEEEOMBEDH . HFEEOBRRDSFER BNWTHEZRET S RMYANAELZIERTDS ZITROTHS2BHEUAIC, HEDEHIRIC

PE#RE. BHFHEZ(CRAUTIRELVLEEE Once a complaint is received, a W DRERITOSHEFFRISEMIT DIHEN
EZBLTWS defendant will typically authorise a »3d Generally, the defendant or the
It must be noted that courts in German attorney to represent defendant authorised attorney will have to
Germany have a wide discretion in the court proceeding. notify the court within two weeks
regarding the court proceeding with - #WENSEFH TRIBAEII TRV &(IR]EE after receipt of the complaint
regards to timing/setting hearing TlEHIN RN AAFR(E R-rY whether defendant wishes to defend
dates, attempting the conciliation of DREBFRINAFHE (CRAT AN AR T B72E  himself against the complaint
the parties, and scope and number of  Z<DUX D&M, BoEBRULIITYXRESR, (Verteidigungsanzeige).
remarks to the parties. HIC K DEERZHRB < OJgeERHD. Itis ~ HENFEZTEFTT . SHRCESHNLEE
possible but not recommended for a sRE T ANITIHZES. BFIFh(EEEFIARZ
defendant to represent himself in a labour 9 If the defendant does not wish
court proceeding. Self-representation to defend himself and accepts the
bears many risks due to lacking knowledge  claims made in the complaint, the
of German Civil Procedure and can result court will issue a judgment of

in wrong motions and losing a case due to confession (Anerkenntnisurteil).
default judgement.
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9.1 F5EFAFIFHEZTORIE / OVERVIEW OF LABOUR COURT PROCEEDING

#H¥FRE. BSOHETHIOMFMBZHET Do HAEBERICSVNT. ZHBERIHFEROMBEZED ., EHOHRRZHHD

The court will set a date for a first conciliation hearing (Giitetermin) at its own discretion. In the conciliation hearing the
judge tries to reconcile the parties and settle the case.

a. HHENEDEEMNRICEBHINIFHEDRHZ(CESTNSD Itis at the discretion of the judge how hard he tries to settle the case.

b. ZLDBZE. HIRFIEEENERABGRORBEZRHI DI EESITMR(C, ERABMIBREZZIAD ZETHRIZT DN, CDOKSRFEMN
WIS ITHONDIREEEIRLY  Often a settlement consists of a compensation payment by the employer in exchange for the
acceptance of the end of the employment relationship by the employee; however, there can be no guarantee for such a
settlement.

~ MREDEE L R<FEHENDIFEAEGEUTDESD A popular formula to calculate a compensation payment is:

— 1%%%0,5%F 731,00 52,0x BiaxERE# =F1#<® [Factor 0,5 or 1,0; 2,0] x monthly salary x years of employment =
compensation payment

> RO F (%, BERBFENEICHR T UTEHRESEODE2TOIRRZEIZZ L TREFSD  Which factor is used will depend on whether
the employment was ended validly or not and all circumstances of the respective case.
c. FBEEENIBNZIRMEC UIcEmZAAERBERICIRHE I D2 & E0lgE. MRS ICEWVWTENICIRDLDREHI DI ENERE=ND, A

written statement clarifying fact and legal rationale can be filed before the conciliation hearing; this is recommended to have
leverage regarding the settlement negotiation.

/\ARQIS 139




9.1 F5EFAFIFHEZTORIE / OVERVIEW OF LABOUR COURT PROCEEDING

ML URRVNES., #@F. EHEREBOHRHFHEEZ(CEIT If no settlement can be reached, the case moves typically into the
actual trial stage.

—~ COBETHERE. HBSFIPhZHE T DDl EUT. SHlEEmZIRE IS  In this stage parties will exchange pleadings
with evidence to convince the labour court of their legal rationale.

~- SEEFIPE. BSOHETHEARPHZILTE The labour court at its discretion will set a date for an oral hearing
(Kammertermin).

BEAmEAHE TIC. FEEFOABEABARICS VT, BRCEITIBHMNIANTETHD EHILITIBES. #FIFME. IEIEEZEEDIHEE(IC
iTL/\ SHLC KD BREEZILGET DL DOKDD. FHEFEFIFTE. BESDHET. EMRILICE T DIERZIFZE(CITOIELEHETED If
the court determines up until or at the oral hearing that its information regarding the facts is incomplete it will ask the party with

the burden of proof to establish such facts with evidence. At its own discretion, the labour court can also give remarks regarding
the legal rationale to a party.

— OEEAmEAERE. BHFNSMHCRATINERERZINTEELZ LHIFINE, BF. ZFCOUVTOHIRZ T I, Once the Court

determines after the oral hearing it has all necessary facts regarding the case it will generally issue its material judgement on the
matter.

> RAOYOHEFIFR(E. FEORHIPHIHRE. SEEBOMHARDI A . SEEOBRMBROFHEELIE/RE ., S FHS (CRA U CRILVLSEER
BULUTWBAZ EITFESE It must be noted that courts in Germany have a wide discretion regarding the court proceeding with
regards to timing, attempting the conciliation of the parties, and scope and number of remarks to the parties

, .
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9.2 £ LDFESIA / PRACTICAL INFORMATION

RAOVEDMERTROWAMIDEHE ¥R, FEEFEPIXIREEASHMCITIEHHFEICHEERE F, BHGRESFEEUPIVIAIALAT
BICHFE T D1ES., BIRZKIATSD HULDICENTES Itis possible for the court to order EXEUTEEHFEZTS LSHHPR

S| a party to appear in a court hearing to clear up the (CEREE I D & ErIHE, HHIHS

A translator can be requested if facts and the circumstances of the case. 1;1’&%#31 L/L':i%ﬁ': %5%(1[2?—‘7!;

a person who is not fluent in - 22U, BEEEINI RV VO (CHEEDLENSIERN (CHATS fﬁ’&ﬁbfﬁ*ﬂ" ﬁ & [3BIDEPR

German wants to attend any TERRWEE., #FIFhEHESHsTZiEX S5 However, if due B5EMISENTES.

court hearing. to a long journey / great travel distance it cannot be It is also possible to apply to
reasonably expected of a party to appear in a court the court that a court hearing
hearing, the court shall refrain from ordering such will be held using real time
appearance. image and sound transmission.

- BHFEES U AT, REANSHFOER-mMs  If the court permits this an
PCTE, HFRRNOMSIERGES 30 THIE, {EA  absent party can participate
HRODICHIET BT S84 Even if the appearance is from a dlffer(_ent plgce than the
ordered by the court, it is possible to send a court room via a video
representative to the court hearing under the condition ~ conference.
that the representative can clear up the facts of the case
and is authorised to conclude a settlement agreement.
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10. F¥&& (2HE)

- RAYVICHB I BDEHAZREDERIEGmbH
— BRLIQHER - RERE . HUETS
~ XJE R U TS E O RS EEDER
- B3R BRBEFZEERONFRIEZED
— RRIEZ BTTIR VAT (0 VRN

~- BBNFEE (BEENEC(EEEN(C25%U L2589 3EAN) ZERMERRECERIT DINENHDIN, BENFMEENMFE URVES(EER
fiezE [HRUMEE] EUTERL. BWROEENHDIEHE. BESLEOM(SERESTLENDERE7YITFT— NTDIHENDD

- BREFHRS(EEFH L3 ~5FEEMND (EDDITEREEDBS)

- BREENRAYTEEBENE I DIHBEEFARIESTT7 - - Tr—JL (180%) FrEFrtyvh - -+—IL (# 20%)
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