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1. Almennt

Orkuveita Reykjavikur og dotturfélég (hér eftir OR samstaedan) vill tryggja starfsfolki sinu gott starfsumhverfi. Einelti,
kynferdisleg areitni, kynbundin areitni og ofbeldi lidst ekki hja OR samsteedunni og er med 6llu 6heimil. Slik hegdun
verdur ekki latin viogangast. Tekur pad hvort sem er til samskipta starfsfélks innbyrdis sem og samskipta peirra vid
utanadkomandi adila.

Vidbragdsaaetlun* pessi tekur til samskipta milli samstarfsfélks og samskipti starfsfolks og annarra sem pau eiga
samskipti vid vegna starfsins. Viobragdsaeetlun pessi 4 vid um samskipti sem eiga sér stad a vinnustadnum, p.e.
umhverfi, innanhiss eda utan, par sem starfsmadur hefst vid eda parf ad fara um vegna starfa sinna. Einnig a han
vid um samskKipti i gegnum t6lvu, sima eda énnur fjarskiptataeki, & skemmtunum & vegum vinnustadarins eda i
vinnuferdum. Einnig getur fyrirteekid fjallad um athafnir samkveemt pessum reglum sem eiga sér stad utan
vinnustadarins og utan pess sem framan er talid, ef paer eru ad mati fyrirteekisins til pess fallnar ad hafa ahrif a
samskipti adila & vinnustadnum og teljast paer pa falla undir reglur pessar.

Komi upp mal af framangreindum toga mun OR samstaedan gripa til adgerda i samraemi vid vidbragdsaaetlun pessa.
i skjali pessu er gerd grein fyrir vidbragsaaetlun OR samstaedunnar og vidbrégdum vid kvortunum eda abendingum
um einelti, kynferdislega &reitni, kynbundna areitni og ofbeldi auk adsteedna eda hegdunar sem likur eru & ag leitt
geti til slikrar hegdunar verdi ekki gripid til adgerda. Gildir han fyrir 6ll félég samstaedunnar.

Ef pu telur pig hafa ordid fyrir einelti, areitni eda ofbeldi eda telur pig hafa ordid vitni ad slikri hegdun hvetjum vid pig
til ad lata vita pannig ad haegt sé ad bregdast vid.

Markmid stefnu okkar er ad koma i veg fyrir einelti, areitni eda ofbeldi & vinnustadnum og tryggja ad Urraedi séu til
stadar telji einhver sig hafa ordid fyrir slikum brotum.

2. Abyrgd

| samstaedu OR fer mannaudsstjori OR med daglegan rekstur mannaudsmala samstaedunnar. Framkveemdastjorar
innan samsteedunnar hafa a grundvelli pjonustusamninga veitt mannaudsstjéra umbod til ad fara med pau verkefni
sem undir pau heyra, m.a. afgreidslu méala og dkvérdunarvald a grundvelli vidbragdsaeetlunar pessarar.
Mannaudsstjora til adstodar eru adilar eineltis- og areitnisteymis OR samstaedu, sbr. kafla 5.1.

3. Skilgreiningar
3.1 Einelti

Siendurtekin hegdun sem almennt er til pess fallin ad valda vanlidan hja peim sem fyrir henni verdur, svo sem ad
gera litid ar, médga, seera eda 0gna viokomandi eda ad valda honum otta. Skodanaagreiningur eda agreiningur
vegna olikra hagsmuna fellur ekki hér undir.

Einelti getur tekid & sig ymsar myndir en eftirfarandi eru daemi:
. itrekadar athugasemdir um kleednad, mataraedi, likamsburdi, stil, venjur, sidi, Gtlit, hadlit, menningu og
trdarbroga.

Grof kerfisbundin stridni, Gtskafun, hunsun, félagsleg atilokun, endurtekin dverdskuldud gagnryni & frammistédu eda
faglega haefni, fyrirlitning, Okurteisi, 6ljés og tviraed skilabod, 6sanngjarnar kréfur um markmid eda timaéeetlanir og
takmorkun & upplysingastreymi.

o Endurtekid sludur, baktal, neikveett umtal eda nid sem er til pess fallid ad kasta ryrd & einstakling
persénulega eda faglega.

3.2 Kynbundin areitni

Hegdun sem tengist kyni pess sem fyrir henni verdur, er i 6pékk viokomandi og hefur pann tilgang eda pau ahrif ad
misbjéda virdingu viokomandi og skapa adsteedur sem eru égnandi, flandsamlegar, nidurleegjandi, audmykjandi eda
maodgandi fyrir viskomandi.

Kynbundin &reitni getur m.a. birst sem évideigandi talsmati eda framkoma sem tengist kyni og kynhneigd félks.
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3.3 Kynferdisleg areitni

Hvers kyns kynferdisleg hegdun sem er i 6pokk pess sem fyrir henni verdur og hefur pann tilgang eda pau ahrif ad
misbjoda virdingu viokomandi, einkum pegar hegdunin leidir til 6gnandi, ffandsamlegra, nidurleegjandi, audmykjandi
eda modgandi adsteedna. Hegdunin getur verid ordbundin, tdknraen og/eda likamleg.

Kynferdisleg areitni getur m.a. birst sem:
. Oaeskileg likamleg snerting, vidkoma eda klapp.
Ovelkomnar addréttanir, brandarar, athugasemdir um Utlit og grofur munnséfnudur.
Tvireed og nidurlaegjandi tilbod eda tillégur.
Kldmmyndir & vinnustad.
Krafa um kynferdislegt endurgjald.
Likamleg valdbeiting.

Hér er ekki att vid skodanaagreining eda hagsmunaarekstur sem kann ad risa & vinnustad milli stjornanda og
starfsfélks eda tveggja eda fleiri einstaklinga enda leidi slikur skodanaagreiningur eda hagsmunaarekstur ekki til
peirrar hattsemi sem lyst er hér ad framan.

34 Ofbeldi

Hvers kyns hegdun sem leidir til, eda geeti leitt til, likamlegs eda salraens skada eda pjaninga pess sem fyrir henni
verdur, einnig hétun um slikt, pvingun eda handaho6fskennda sviptingu frelsis.

pad er kynbundio ofbeldi pegar um er ad reeda ofbeldi & grundvelli kyns sem leidir til eda geeti leitt til likamlegs,
kynferdislegs eda salreens skada eda pjaninga pess sem fyrir pvi verdur, einnig hétun um slikt, pvingun eda
handahdéfskennda sviptingu frelsis, baedi i einkalifi og & opinberum vettvangi.

Ofbeldi getur m.a. birst sem:

o Likamlegt ofbeldi: arasir, slagsmal, spork, bit o.fl.
o Andlegt ofbeldi: hétanir, areitni, valdnidsla, skipul6gd nidurlaeging o.fl.
3.5 Gerandi

Gerandi er sa sem stendur fyrir einelti, kynferdislegri areitni, kynbundinni areitni eda ofbeldi. Gerandi getur verid
samstarfsmadur, undir- eda yfirmadur eda utanadkomandi adili t.d. verktaki eda vidskiptavinur. | sumum tilvikum eru
gerendur fleiri en einn.

4, Forvarnir

4.1 Freedslu- og upplysingagjéf um réttindi og skyldur

Vid upphaf starfa i samstaedu OR feer starfsfélk freedslu um vidbragdsaaetlun pessa, i samraemi vid pjalfunaraaetiun
viokomandi. Eftirfarandi reglubundin fraeedsla er svo viohéfd i samraemi vid pjalfunarasetlun alls starfsfélks.

4.2 Skyldur stjéornenda:

Stjornendur i OR samstaedu eru i lykilstdédu til ad gripa inn i og stddva neikvaed samskipti a vinnustadnum. beir skulu
vera fyrirmyndir i framkomu og samskiptum. Peir purfa ad vera medvitadir um peser adstaedur sem ytt geta undir
einelti, areitni og ofbeldi. beir skulu gera starfsfolki grein fyrir pvi &n tafar ef hegdun peirra er 6videigandi.

begar stjornendur taka vié kvortun eda abendingu um einelti, areitni eda ofbeldi skulu peir kom henni & framfeeri vid
mannaudsstjora sem ber abyrgd & ad bregdast vid i samraemi vid vidbragdsaeetlun pessa. Hid sama gildir verdi peir
varir vio adsteedur sem leitt geti til eineltis, areitni eda ofbeldis verdi ekki brugdist vid eda hafi peir rokstuddan grun
eda vitneskju um slika hegdun innan OR samsteedunnar.

4.3 Skyldur starfsfélks

Vid leggjum aherslu a kurteisi og hattvisi og synum hvert 68ru virdingu og trinad i 6llum samskiptum okkar &
vinnustadnum og utan hans par sem samskipti sem eiga sér stad utan vinnustadar hafa avallt ahrif & samvinnu a
vinnustadnum. Starfsfélki er 6heimilt ad beita adra einelti, areitni eda ofbeldi. A pad vid um samskipti peirra vid
annad starfsfolk OR samsteedunnar eda adra utanadkomandi adila, t.d. vidskiptavini eda verktaka.
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Starfsfélk skal upplysa mannaudsstjéra OR samstaedunnar telji peir sig hafa ordid fyrir einelti, areitni eda ofbeldi eda
hafi peir rokstuddan grun eda vitneskju um slika hegdun innan OR samsteedunnar.

pad er a abyrgd alls starfsfolks ad koma i veg fyrir einelti og adra 6tilhlydilega hegdun, baedi med eigin ath6fnum og
tilkynningu til mannaudsstjora sem abyrgdaradila vidbragdsaaetlunar.

Hafa ber i huga ad einstaklingur getur verid émedvitadur um ad hegdun hans sé 6videigandi. bvi er mikilvaegt ad
starfsfélk setji mork og geri grein fyrir pvi ef peim likar ekki framkoman. Ef einstaklingur treystir sér ekki til ad tala vid
viokomandi aetti hann ad leita adstodar og eftir atvikum tilkynna um malid.

Vid geetum ad pvi ad lata ekki eigin lidan hafa neikvaed ahrif & samstarfsfolk okkar.

5. Vidbrogd / Urraedi

Starfsfolk sem hefur ordid fyrir einelti, kynferdislegri areitni, kynbundinni &reitni eda ofbeldi & vinnustad getur leitad til
mannaudsstjora OR samstaedunnar. Varfeerni og naergeetni i 6llum adgerdum verdur synd.

Sé kvortun 16gé fram eda abendingu komid a framfaeri viomannaudsstjora., mun hann pa i samradi vio eineltis- og
areitnisteymi meta adsteedur, eftir atvikum med utanadkomandi sérfreedingi. borf polanda fyrir studning er metin og
studningur veittur eftir pvi sem porf krefur. Malsmedferd vid mat fer skv. kafla 5.2 hér ad nedan.

Leidi mat & adsteedum til pess ad einelti, areitni eda ofbeldi er stadreynt verdur gerandi latinn axla abyrgd. OR
samstaedan mun gripa til adgerda gagnvart vidkomandi, t.d. med aminningu eda uppsogn.

Leidi mat 4 adsteedum til pess ad ekki verdi talid ad einelti, areitni eda ofbeldi eigi sér stad eda hafi ekki att sér stad
verdur samt sem adur gripio til adgerda i pvi skyni ad uppraeta paer adstaedur sem kvartad hafdi verid yfir eda bent
var a, séu adsteedurnar enn til stadar, sem og i pvi skyni ad koma i veg fyrir ad adsteedurnar komi upp aftur.

Mannaudsstjori ber abyrgd a medferd mals f.h. OR. Ef kvdrtun beinist ad mannaudsstjéra fer forstjéri med abyrgd a
medferd mals i hans stad og skal kvortun pa beint til hans og mannaudsstjéri telst pa vanhaefur til ad taka patt i meoferd
mals. Beinist kvortun ad forstjéra OR skal henni beint til stjornarformanns OR. Telst pé& forstjéri og annad starfsfolk OR
vanheefir til ad koma ad medferd mals og skal stjérnarformadur fara med abyrgd atvinnurekanda & medferd méls og
leita utanadkomandi radgjafar vid medferd malsins. Lokaabyrgd vegna medferdar mals liggur hja fyrirteekinu en
starfsfolk sem fer med abyrgd a medoferdinni f.h. OR hefur heimildir i samreemi vid asetlun pessa og I6gbundnar skyldur
atvinnurekanda til ad gripa til videigandi radstafana skv. asetlun pessari.

5.1 Eineltis og areitnisteymi OR samsteedu

Mannaudsstjori OR samstaedu skipar og leidir teymi sem tekur a peim eineltis- og eda areitnismalum sem upp koma
i samstaedunni. | teyminu eru auk mannaudsstjora, 6ryggisstjéri OR samstaedu, vinnuverndarfulltrdi OR samstaedu
og légfreedingur OR samstaedu:

o Mannaudsstjori: Sélrun Kristjansdéttir
. Oryggisstjori: Reynir Gudjénsson

) Vinnuverndarfulltrai: Unnur Jonsdottir
. Logfraedingur: iris Lind Seemundsdottir

5.2 Vinnsla méls
Komi fram kvértun eda dbending um einelti, areitni eda ofbeldi mun mal verda rannsakad. A medan rannsokn
stendur yfir skal talad vid meintan polanda annars vegar og meintan geranda hins vegar.

5.2.1 Rannsoékn
{ rannso6kn felst eftirfarandi:

Utanadkomandi radgjafi kemur ad rannsokn malsins medal annars ad viotdlum vid hlutadeigandi.

Reett vid meintan polanda, farid yfir hans upplifun og lysingu & atvikum. Kannad hvort og pa hverijir hafi ordid vitni ad
tilgreindum atvikum ad mati polanda. Meintur polandi upplystur um ferlid og studningsurraedi.

Reett vid meintan geranda, farid yfir hans upplifun af tilgreindum atvikum og lysingu hans a peim. Kannad hvort og pa
hverjir hafi ordid vitni ad atvikunum ad mati geranda. Meintur gerandi upplystur um ferlid og studningsurreedi.
Meintum polanda og meintum geranda bodinn studningur ef porf er 4, af halfu innri adila eda eftir atvikum
utanadkomandi radgjafa.
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Reett vid meint vitni ad viokomandi atvikum ef porf er a til ad fa upplysingar um peirra upplifun af atvikum,
atvikalysingu og hverijir hafi verid vidstaddir.

Medan athugun fer fram skal abyrgdaradili OR gripa til radstafana sem tryggja ad setladur polandi og aetladur
gerandi purfi ekki ad hafa samskipti er vardar starfsemi vinnustadarins. Eftir atvikum getur pott rétt ad veita adila eda
adilum leyfi fra stérfum timabundid vegna malsins. Vardi malsatvik adila sem ekki er starfsmadur OR skal tryggt ad
starfsmadur purfi ekki ad vera i samskiptum vid adilann vegna starfsins & medan malid er i rannsékn og ferli.

Hlutadeigandi starfsfolki er haldid upplystu medan a rannsékn stendur.

5.2.2 Mat
Vid lok rannsoknar verdur malid metid m.t.t. pess hvad liggur fyrir ad rannsékn lokinni. Mat fer fram & pvi hvort
aofengin gégn og upplysingar séu talin hafa leitt i ljos ad hegdun teljist einelti, areitni eda ofbeldi.

5.2.3  Adgerdir pegar stadreynt er ad um einelti, areitni eda ofbeldi er ad reeda
Leidi mat & adstaedur til pess ad unnt sé ad sla pvi fostu ad um einelti, areitni eda ofbeldi sé ad raeda verdur gripid til
eftirfarandi adgeroa:

o Fengin adstod utanadkomandi radgjafa. til ad meta adgerdir.

o Mat fer fram & videigandi vidbrégdoum til ad stodva eda koma i veg fyrir frekari hegoun af pvi tagi sem um
reedir og jafnframt hvada afleidingar hegdunin hefur fyrir geranda i starfi.

o Geranda getur verid veitt aminning eda honum sagt upp storfum eftir mati & alvarleika malsins.

o Akvordun um hvernig er tekid & mali ef gerandi verdur afram & vinnustadnum til ad koma i veg fyrir

frekara einelti. Lati gerandi ekki segjast og vidoheldur hegdun sinni getur pad leitt til uppsagnar.
. Eftirfylgni.

Eftirfylgni felst i studningi vid adila/polanda, fylgst er med samskiptum & vinnustadnum, andlegri lidan og gengi. Mat
a arangri adgerda er timasett og sem hluti pess mats er endurmat & adgeroum par sem metid er hvort porf er a
frekari adgeroum, s.s. breytingum & vinnustad, vidbrogdum, vinnuskipulagi eda 6dru.

5.2.4  Adgerdir begar mal tengist utanadkomandi adila
Vardi malsatvik utanadkomandi adila og samskiptin eiga sér stad i tengslum vid starfsemi OR samstaedu verda
malsatvik rannstékud eftir atvikum i samraemi vid kafla 5.2.1.

A8 athugun lokinni mun verda gripid til adgerda til ad varna ad slikt komi fyrir aftur. | pessu felst ad gripid verdur til
radstafana og adgerda sem eru til pess fallnar ad verja starfsfolk fyrir sliku areiti. Fundin verdur lausn sem m.a. getur
falist i breytingum & vinnustadnum, vinnubrégdum eda vinnuskipulagi.

5.3 Skraning og medferd upplysinga

Vid medferd mals ber ad skra allt nidur sem tengist medferd malsins ad teknu tilliti til laga um persénuvernd og
vinnslu personuupplysinga og persénuverndarstefnu OR samstaedunnar.

Gogn eru vistud a lokudu skjalasvaedi Mannaudsmala og fyllsta trinadar er geett um allt sem vardar malid og
arvinnslu pess.

Allar upplysingar sem fast um malid verda medhondladar sem trGnadarmal og verda skrifleg gogn vardveitt &
Oruggum stad & abyrgd atvinnurekanda i samraemi vid |16g um persénuvernd og akvaedi reglugerdar nr. 1009/2015.
Hlutadeigandi starfsfolki er veittur adgangur ad gégnum i samraemi vid dkvaedi reglugerdar nr. 1009/2015 eftir 16g um
persénuvernd heimila.

5.4 Malalok

begar afgreidslu mals er lokid er hlutadeigandi starfsfolk upplyst med skriflegum heetti.
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6. Tilvisanir

Vidbragdsaeetlun pessi er sett & grundvelli 38. gr. laga nr. 46/1980 um adbinad, hollustuheetti og 6ryggi &
vinnustddum og reglugerdar nr. 1009/2015 um adgerdir gegn einelti, kynferdislegri areitni, kynbundinni areitni og
ofbeldi & vinnustédum.

Vid motun vidbragdsaaetlunar pessar var hoéfd hlidsjon af stefnu og vidbragdsasetlun Samtaka Atvinnulifsins gegn
einelti, kynferdislegri og kynbundinni areitni og ofbeldi en OR samstaedan er adili ad samtokunum i gegnum
Samorku.

Um forvarnir og vidbrogo i tengslum vid einelti og kynferdislega areitni a vinnustad sja frekari umfjollun i baeklingi

Vinnuetftirlits rikisins asamt leidbeiningum fyrir stjérnendur, mannaudsradgjafa og vinnuverndarfulltria og
leidbeiningar fyrir starfsfélk.

*Vidbragdsaaetlun er unnin i samstarfi vid Lif og Sal salfreedipjéonustu.
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The Department of Human Resources
Contingency Plan regarding harassment, violence, sexual- or gender-based violence

VRJ-001-19.0

1. In general

Reykjavik Energy Group (RE) places emphasis on offering safe work environment for its employees. Harassment,
sexual harassment, gender-based harassment and violence is completely prohibited. RE will absolutely not
tolerate such behaviour. This applies to employees’ communication within RE and with nonemployees.

The contingency plan* applies to communication between employees and between employees and
nonemployees. This contingency plan applies to communication that takes place at the workplace, i.e., in the
work environment, inside or outside, where the employee works or needs to travel due to work. Furthermore, it
applies to communication via computers, telephone or other telecommunications, during RE’s employees’
entertainment or work-related travel. RE"s contingency plan also applies to activities outside the scope as
detailed above, if RE deems it to be affecting employees’ communication at the workplace.

RE will act in accordance with this contingency plan when needed. Following is a detailed description of the
contingency plan and official responses to complaints or information regarding harassment, sexual harassment,
gender-based harassment and violence, as well as conditions or behaviour that is likely to increase the
possibility of such behaviour, if nothing is done to address it. The contingency plan applies to the consolidation.
If you think you have been the victim of any kind of harassment or violence, or if you have witnessed such
behaviour, you are encouraged to report it, so that it can be addressed.

RE’s objective is to prevent any type of harassment and violence at the workplace and ensure that resources are
available to address the problem.

2. Responsibility

RE’s manager of human resources (HR) is responsible for issues regarding human resource. The HR manager is
mandated on the basis of a service contracts by RE’s managers to expedite cases and has the power of decision,
in accordance with the contingency plan. In cases of harassment, RE’s Anti-harassment Team assists the HR
manager, see chapter 5.1.

3. Definitions
3.1.Harassment

Repeated behaviour that is intended to induce feeling of discomfort by the victim, e.g., demean, insult, hurt, threat
or frighten. Difference of opinion or disagreement is not defined as harassment.

Harassment manifests itself in various ways, e.g.:
o Repeated comments on clothing, diet, posture, style, habits, appearance, skin colour, culture and
religion.

Repeated and systematic taunting, isolation, social exclusion, repeated gratuitous performance criticism,
contempt, disrespect, obscure and implicit messages, unfair demands or time plans, and limited information.

o Repeated gossiping, slander, negative talk or vilification, intended to be derogatory, either on a personal
or professional level.

3.2.Gender-based harassment

Gender-based harassment is a type of harassment that is associated with the gender of the victim, and against
his or her wishes. It is intended to disgrace that person and create a situation which is threatening, hostile,
demeaning, humiliating or insulting.

Gender-based harassment may manifest itself as inappropriate expression or conduct regarding gender or sexual
orientation.

3.3 Sexual harassment

Sexual harassment is defined as any sexual and unwelcomed behaviour towards another person. It is intended to
disgrace that person, especially when the behaviour creates a situation which is threatening, hostile, demeaning,
humiliating or insulting. This type of behaviour can be verbal, visual and/or physical.
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Sexual harassment can manifest itself as:

e Unwelcome touching, patting or grabbing.

e Unwelcome insinuation, jokes, comments on appearance, and verbal conduct of sexual nature.
e Unwelcome sexual advances or requests.

e Pornographic material at the workplace.

e Demands of sexual favours.

e Physical violence.

The definition of sexual harassment does not include difference of opinions or conflict of interests which may arise
between a supervisor and one or more employees, as long as it does not lead to behaviour such as is listed here
above.

3.4.Violence

Violence is defined as any kind of behaviour that leads to or could possibly lead to physical or mental damage or
suffering for the victim, and threats of damage or suffering, coercion or random confinement.

Sexual harassment is defined as gender-based violence, which leads to or could possibly lead to physical, sexual
or mental damage or suffering for the victim, and threats of damage or suffering, coercion or random confinement,
both privately and publicly.

Violence can manifest itself as:

o Physical violence: attacks, fights, kicks, bites, etc.
e Mental violence: threats, harassment, misuse of power, systematic humiliation, etc.
3.5. The offender

An offender is a person that causes another person harm by general harassment, sexual harassment, gender-
based harassment or violence. The offender can be a co-worker, subordinate or supervisor, a nonemployee or a
customer. In some instances, more than one person can be offenders.

4. Prevention
4.1. Training and information on rights and obligations

At the beginning of employment, every employee is informed of the contingency plan, in accordance with each
employee’s training schedule. This is followed up by a systematic training as stipulated.

4.2. Supervisor’s responsibility

The supervisors at RE are in a key position to catch and prevent negative communication at the workplace. A
supervisor should always lead by example, both in conduct and communication. A supervisor must be aware of
certain situations that can induce harassment, aggravation and violence. A supervisor must immediately alert an
employee when inappropriate behaviour is demonstrated.

When a supervisor receives a complaint or information about harassment, aggravation or violence, the HR
manager must be alerted, as it is the HR manager who activates the contingency plan. Likewise, if a supervisor
becomes aware of a situation that can lead to harassment, aggravation or violence if nothing is done about it, or if
there is a substantiated suspicion or knowledge of such behaviour within RE.

4.3. Employee’s obligations

RE encourages its employees to display civility and politeness, respect and discretion in the workplace and
outside it, as all communication influences how we interact. Harassment, aggravation and violence by RE’s
employees is prohibited. This applies to intercommunication within RE, as well as towards third parties, i.e.,
customers or contractors.

If an employee experiences or has substantiated suspicion of harassment, aggravation or violence within RE, the
employee must report it to the HR manager.

The responsibility to prevent harassment and any other inappropriate behaviour is in the hands of each
employee, both by their own actions and by reporting it to the HR manager, who expedites the contingency plan.
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Keep in mind that a person is not necessarily aware that his or her actions are inappropriate. Therefore, it is
important that employees have clear personal boundaries and communicate if they feel they have been violated.
An employee that does not want to speak to the offender can ask for assistance and report the case, if needed.
Personal issues should never impact employee’s co-workers.

5. HR Reaction/Resources

Employees that are victims of harassment, sexual harassment, gender-based harassment or violence at the
workplace can ask for consultation by RE’s HR manager. Consideration and care is taken regarding all cases.

When the HR manager receives a complaint or an incident is reported, the Anti-harassment Team is activated.
The situation is investigated, and an outside expert is called in for assistance, if deemed necessary. The victim’s
need for assistance and support is assessed and provided when needed. Procedure during investigation is in
accordance with chapter 5.2, see below. If an investigation proves harassment, aggravation or violence, the
offender must accept responsibility. RE reacts against the offender, either reprimands the person in question or
terminates employment.

When investigation does not prove harassment, aggravation or violence is not or has not taken place, RE will
nonetheless take steps to eradicate the conditions that led to the complaint or the report being filed, if the
condition still exists, as prevention measures.

RE’s HR manager is responsible for investigating cases on behalf of the consolidation. If the complaint is against
the HR manager, the CEO assumes responsibility for the investigation of the complaint. In such instances,
complaints must be addressed to the CEO and the HR manager is disqualified from the case. If the complaint is
against the CEO, it must be addressed to RE’s Chairman of the Board (COB). This results in the CEO and other
RE’s employees being disqualified from investigating the case, and the COB assumes the responsibility as an
employer and seeks external consultation. RE has final responsibility of the case, but employees responsible for
investigating the case on behalf of RE are authorised to act in accordance with this contingency plan and
employer’s legal obligations.

5.1. RE’s Anti-harassment Team

RE’s HR manager commands and leads an Anti-harassment Team that investigates harassment cases within the
consolidation. In addition to the HR manager the Anti-harassment Team comprises RE’s safety manager, RE’s
occupational health and safety (HS) representative and RE’s legal counsel.

e RE’s HR manager: Soélrun Kristjansdottir

e RE’s HS manager: Reynir Gudjénsson

e RE’s representative in occupational HS: Unnur Jénsdéttir

e RE’s Legal counsel: iris Lind Saemundsdéttir

5.2. Case processing

If a complaint or a report is filed regarding harassment, aggravation or violence, the case will be investigated.
During the investigation, the alleged victim and the alleged offender are debriefed separately.

5.2.1. Aninvestigation
The process of investigation is as follows:
An external advisor conducts interviews with the victim and the offender.

The alleged victim is asked to describe events and personal experience of the incident(s). The alleged victim is
asked to state if there were any witnesses, and name them if possible. The alleged victim is informed of RE’s
process during investigation and available support.

The alleged offender is asked to describe events and personal experience of the incident(s). The alleged offender
is asked to state if there were any witnesses, and hame them if possible. The alleged offender is informed of RE’s
process during investigation and available support.

The alleged victim and the alleged offender are offered support if needed, from within RE or external counsel, as
the case may be.

Alleged witnesses are asked to give information on their personal experience of the incident(s), and recount who
was present, when applicable.
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RE’s responsible agent for the investigation shall ensure that no communication between the alleged victim and
the alleged offender is required in the workplace during the investigation process. The same applies if the alleged
offender or the alleged victim is a nonemployee. The parties concerned may be given a temporary leave of
absence during the investigation.

All employees involved are kept informed during the investigation.
5.2.2. Assessment

When the investigation is concluded, the case is assessed. An assessment on information and documentation
regarding the case to deduct if a harassment, aggravation or violence takes place.

5.2.3. Measures in case harassment, aggravation or violence is proven

If the conclusion of an investigation is that harassment, aggravation or violence has indeed been the case, the
measures are as follows:

e External counselling for evaluation purposes.

e Assessment on appropriate reaction to stop or prevent that kind of behaviour and assess employment
repercussions for the offender.

e The offender is reprimanded, or employment is terminated, depending on the severity of the case.

e A decision is made on how to prevent further harassment in the workplace if the offender is still
employed. Termination of employment if the offender does not stop harassment.

e Follow up.

Follow up includes support with the parties/victim, and monitoring communication, mental condition and general
well-being at the workplace. The result of the measures implemented is assessed according to a timetable, and
part of that assessment is an evaluation where the need for further measures are needed, e.g., changes at the
workplace, reaction, work organisation, etc.

5.2.4. Measures when nonemployee is a party to a harassment case

If a harassment case involves nonemployee and the communication is in connection to RE’s workplace, the case
will be investigated according to chapter 5.2.1.

When the investigation has concluded, measures will be taken to prevent reoccurrence. Measures and action will
be taken to protect employees from such harassment. A resolution might entail changes to the workplace, work
processes or work organisation.

5.3. Record keeping and information processing

Everything in connection to an investigation of a case must be documented and stored, with respect to the Data
Protection Act, and RE’s policy on personal data protection.

Documents regarding a case are stored in HR’s locked filing area and treated with absolute confidentiality.
Information regarding a case is treated as confidential and written documents are RE’s responsibility and stored

in full compliance with the Data Protection Act, and Regulation No. 1009/2015. The employees in question are

allowed access to the information in compliance Regulation No. 1009/2015, regarding personal privacy.

5.4. Conclusion
When the case is concluded, parties concerned are notified in writing.

6. References

This contingency plan is founded on the Occupational Health and Safety Act No. 38, 46/1980, regarding
conditions and health and safety issues at the workplace, and Regulation No. 1009/2015, on harassment, sexual
harassment, gender-based harassment, and violence at the workplace.
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This contingency plan takes into consideration the strategy and contingency plan for harassment, sexual
harassment, gender-based harassment, and violence in the workplace, as issued by the Confederation of

Icelandic Enterprise (SA), where RE is a member via Samorka.

On prevention and reaction on harassment at the workplace, see further discussion in a booklet published by the
Icelandic Administration of Occupational Safety, including instructions for supervisors, HR advisors, and
occupational health and safety advisors, and instructions for employees.

*The psychological services Lif og sal were consulted for this contingency plan.
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