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H Awoiknon tov Eevodoyeiov

PARALOS
D VENUS SUITES

>IN STYLE

0TO TAAIGLO TWY OPAGEWY TIS YIA TV TPOLCTICH TOV JIKAIWUATOV KOl THS CWCTHG UETOYEIPIGHS TOV
TPOGOTIKOD THG, EYOVTAS (IS YVAOUOVO TNV TAPOYH] TPOIOVTWY & DANPEGLOV DWHANGS TOIOTNTOAS UECA GE Eva
mlaiclo fiociuo yio ™y idia ka1 THY Kowvwvia, el S10popPACEL TV aK0A0VOsl TOATIKY OloyEipIoNS TOD
AvBpomvov Avvouikod..

Amacyoinon

Ot gpyaldpevor eivar 10 Pacikd KEQAAOLO Y10 Tr AEITOLPYIO Kot avamTTuéN WG ETLXEIPNONG TOL GTOYXEVEL
GTNV TOPOYN TOOTIKGV TPOIOVI®MV & VANPECIOV Ue VYNnAd aicOnuo evBovng. Avtdg gival kol o TLPHVISG TOV
ETOPIKAOV a&ldV TNG EMYEIPNONG LOC, OV EMOIOKEL TNV unpepia TV pyalopéveV TNng Kol EVIGYLEL TIG
LOKPOYPOVIEG GYECELG GLVEPYACIOG KOl EPYUGIUKNG OAGYOANOTG.

Me yvopuovo tov avOp®mo, 1| TOAMTIKN LOG Y0 TNV OTacyOAN o™ SETETAL Ao TIS apYEG TOV GERUCUOV OTN
SLOPOPETIKOTNTO, KOL TNV TOPOYN {0MV EVKAIPLDY, TNV avayvodplon e ota Piov puabnong, g dikalochvng, Tng
KOAMEPYEWG EVOG KMPOTOC avamtuéng kot vrootnpiéne. Ot avtictolyec S1odtKacieg LG GYETIKA Ue TNV ETAOYT,
a&loAdynon, TOLOTIKT EKTAIdEVON KOl LOKPOTPOBeS LN avaATTLEN TV EpYalouévav pog, kabhg Kot tny emPpapevo|
TOVG, OVTIKOTOTTPILOVV TIC OVGIMOELS AVTES APYES.

Baowkn pépyva g entyeipnong ivai n IpoAnymn kot tpooymyn e vyeiog tov epyalopévov. o to Adyo
avtd oyedtdlovtol Kot vAoTowHVToL GE TNl PAoN EKMOOEVTIKEG OPAGEL; OV GTOYXELOLV GTNV AVATTLEN
KovAtovpog mepl Yyelog kot AGQPAAELNS, TPOGAPUOGUEVES GTO WOLAITEPO YAPOKTNPIGTIKA KAOE £pYasIaKoD pOLOV.

Epyaciokxd Aikaiduora

[IpotepardTnTOl TG EMYEIPNONG ATOTELEL 1| TPOCTOGIN TOV EPYOCIUKDV SIKAUMUATOV, COUPOVE UE TNV
eMnvikn vopobesio kot diebvn podTuma. O otdyog pag eivar vo dtoo@oriletal 1 cvALOYIKY dompaypdtevon, N
KOVOVIOTIKT] GUUUOPO®GT, 1 EVNUEPWOOT KOl 1| TPOTPOTY| TV EPYALOUEVAOV VO CUUUETEXOUV EVEPYE KOl VO
EMKOWVOVOLV avolytd pe ) Awolknon g etapelog vy Oépato Etopikng YmevBuvomntoc. Ilpodyovpe won
EVIGYVOVUE TNV OVTOAAOYT ATOYE®V Kol TOV EAAOYO 010A0Y0, [LE 0TOYO TN cvuveyn Peitioon kot avamtuén pog.

H emyeipnon pog mpodyet tig Osueiddelg apyéc g Ataknpuéng yia v [poctacio tov Oepuehmodv
Epyaciokov Awowpdtov tov Aebvodc Opyovicpot Epyociag, peta&d twv omoiwv cvpmepihapfdvetar: o)
eEdieym OAOV TOV HOPOOV OVAYKOUCTIKNG 1 VIOYPEMTIKNG £PYAsiog, B) M U CUUUETOYN| GE LOPPES TOUOIKNG
gpyooiag kot y) n eEdietymn TV Slokpice®V GtV £pyacia.

H etopeio pog epappolel, emiong, oLyKeKPUEVN TOAMTIKY OLOEIPIONG TOPATOVOV KOl KOTOYYEALDV
epyolopévov, evBappivel tov ddhoyo, mpowbel ™ oOfodievon pe tovg epyalopEVOVg KOl TPOTPEMEL TNV
gmKOVOVia [Le TNV avotatn Atoiknon.

Toéc evraupieg

H emyeipnon pog viobetel mpoktikéc kot dadikacieg mov TPoayovy TNV &vvola Tov Gefacuod ot
SPOPETIKOTNTA, TNG 10N HETAYEIPIONG KOt I0MV EVKAUPLDOV Y10 OAOVE, TapdAANAa pe TV Tpodomnion Tav Deudtov
vyelag Kol ac@Aielog TOV epyalopévay.

H coagpfg opyavotikh - 1epapytkny Soun Kot 1 Sl@avelo Tov Kprnpiov emAoyng kol Katdtaéng tmv
vroynoeiov gpyalopévav, avtikatontpilovv emiong v mpdbeon g Aoiknomng vo TPoceEPEl 16eC gvKapieg
AmaoYOANONG Kot avarTTuéng. to mhaicto avtd £xel oyedlachel avdioya n dadkacio dtoyeiplong Tng amddoong Kot
N a&loAdynon Tov avlpOTIVOL dLVOUIKOV, KOOGS Kot To TAGVO avartuéng yio ke epyaldpevo xwpiotd.

H exmbévnon peretdv emoyyeApotikod Kivohvov, 6€ GLVOLACUO LE TOV OVUGLOCTIKO POAO TOV TEXVIKOD
0oQOAEIG KOU TO OVTIOTOU(O TPOYPAUUATO EKTOIOELONG Kol gvatcOntonoinong twv epyoalopévemy GTovg
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GUYKEKPIUEVOLG TOUEIS, KATOOEIKVOOLV T1 ONUACIO OVTOV TOV TUPUyOVI®V TNV KaBnuepwvr] Asttovpyio g
emyeipnong.

Avarroén epyadouévav

Me yvopova v 160TNTa, TNV 0S10Kpatio Kot T Sikatoohvn, GTNV ENLEIPNON HOG OVOTTUGGETOL GUGT O
duoyeiptong ¢ opadIKNG, dALG Kot TNG ATOUIKNG aOO0GNC, GLUVOESEUEVO LE TAAVO OTOUIKNG OVATTTUENG, EVEPYELEG
EKTTAIOEVOTG KOl TTOALTIKT TLPOY DV /KIVATPOV, TAVTOTE AdpPavovtag vIoy Tig ioeg evkatpiec peta&d Tmv eOA®V.

H emBpapevon g opddag kot kdbe atopkng tpoondbeiag arotelel facikn tpodmddeon KaAMEpyelag Kot
ST pnong ™ EMBLUNTAG KOLATOVPOS VYNADVY EMOOCEMV Kal cuveyols Pedtioong. H éupacn oty modtrta, tv
IMNUIOVPYIKOTNTA, KOOMG Kol TNV Topay®@YIKOTnTe, Le BAon Ta VYNAG TPOTLTO Elval GTOLEID TOV ASIOUPIGPNTNTA
pocidtdlovv oto emBountd Tpopid epyalouévov g emyeipnong Hog Kot avayvepilovtal avictorya.

Emmléov mapoyég kot kivntpa eotidlovv oty Tpocéikucn kal evaicintomoinon tov epyalopévov, otny
TPOAY®YY] TOV gVKaPldV St flov pabnong péoa amd cuveyels Kol GTOYELUEVES EKTAUOELTIKEG OPAOES, GTNV
TPOCMOTIKY OVATTLEN pE eVBAPPLVOT GUUUETOXNG O AVTIOTOLYO EMHOPPMOTIKA TPOYPAUHOTO, KAODS KOl OTN
SloOAMGT TOL TTOOTIKOV EMUTESOL dlafimong Kot vyeiag, OTmG TapoyEs EEKOVPAOTS, GITIONG K.0L.

Enrayyeiuarikés cyéceis

O avBpomol pag eivar o axpoymviaiog Abog g emttvyiog poc. ‘Etol, n dathpnon evog epyactokod
nep1PaArovtog mov vrootnpilel Tov GeEPUcUO, TNV AEIOTPETT] CUUTEPLPOPAE, TNV EKTIUNGT YO TNV WOIOTIKOTNTO KoL
v enidelén veevBuvotnTog Kot vhHVING, amotedel kpiclo a&ova Yo T PloctudTTd HoC.

Ta puokd mpocmna, oto, omoio, avotifetar M dlayeipion Tov avOpdTIVoL duvoutkod pog, pall pe v
avaTtatn oloiknon g etopeiog pog, oxeddlovy, YVOGTOTOOUV Kot €apuolovy oyeTikég dludikacies, KaAég
TPOKTIKES Kol 0dMYieg

Kavoveg kai owadikaocics

H emyeipnon 0étel og Pacikd otodxo v mopoyn LINPecidV & mTPoidvtov PAcEL LYNADV TO0TIKMOV
TPOJYPOPDY GUUTEPIAAUBUVOLEVOV ODGTNPDV TPOTOTMV AGPAAELNS. 10, TOV AOY® 0uTO VTTAPYOVY GUYKEKPIUEVES
TPOdypoEC Yo Tig Bécelc epyaciag mov Kakeiton va kaAvyel o gpyalouevoc. Emiong, vmapyet e€edikevon tov
gpuppolopevmv TOMTIKOV o€ gvaictnta Oéuata Onme 1 Todiky epyacia, 1 avIUETORIOT KAbE popeng Plog Kot 1
SoQAAMON TNG VYEING KOl TS CPAULELNG TV EPYULOUEVDV.

To mpocwmKo o 6l0 To Kludkia s emyyeipyong ivar evijuepo yia v Holitikiy
s Emyeipnonc kai eivor vmoypewuévo va, ooufidlel otnv Yiomoinoij tne.
H Awoixnon tng Emiycipnons Ascucverar va vrootypiéel tny epapuoyn tis llolitikng.

10/03/2023

H Awiknon g Emyeipnong
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2Komog

H moltuc kou ot Srodikooieg emBoing Tpoodentikod melfapyiicon eEAEYYoV 6TovG epyalOLEVOVS Kal TO
oTeEAEYN TOV Egvodoyeiov £xouv oyxedlaoTel Yo vo TPoPAEmovy o dounuévn dtadtkacio S1opfaTiKmV
EVEPYELDV LE 0TOYO TN PEATI®OON TNG CLUTEPLPOPAS KOL TOV EMOOCEDY TOVG KAOMDG ETIONG KoL TNV ATOTPOTY
NG EMAVAANYNG AVETIBOUNTM®V CUUTEPLPOPDV KOl EMOOCEDV.

Hopokdte weptypdeovior To PAUOTe TG TOAMTIKNG Kol TV O0dIKACIOV TOL TPOPAETOVTOL GE
TEPITTOGELG AVAPLOGTNG GUUTEPLPOPAS Kol EAAeyNg mebapyiog vroAAnAwoy ota Egvodoyeia. H Aoiknon
Stotnpel 1o dKaimpo Vo GUVOLAGCEL 1] VoL TaPaAElYEL LT avaloya LE To YEYOVOTa KAOE KATAGTOOTG Kol
™m¢ evong g mapdfoons. Mepucoi amd Tovg Topdyovieg Tov Ba AneBovv vIoYN sivol edv TPOKELTAL Y10!
EMAVOAAUPOVOLEVO TOPATTOUN Topd TNV KaBodnynon, v mapoyn cupPovAdv 1 TNV EKTOIOEVOT Kot TOV
avTIKTLTO OV £YOLV TO {NTAUATO CLUTEPIPOPAG KO ATOS0GTC TOV VITOAANAOD.

Avti 1 TOMTIKY] dev TopEYXEL GVUPATIKA SIKALDUOTO GYETIKA e TNV medapyio Tov epyalopévov | v
mopoyn cvoppoviav, kot dev Bo mpémel va dwfaoctel | vo gpunvevbel ¢ Tpomomoinomn M aAloyn g
VOLOTAUEVNG CLUPATIKNG oYEomng epyaciog petald Tov Eevodoyeiov Kot TmV VTOAAMA®Y TOV.

211¢ TEPITTAOOELS TOV 1 Atloiknon g etaipeiag kpivel mwg wpénel va e&etachobv Tuyxdv Topafdoels g
ovpupacng epyaciog and Tov gpyolOUevo 1 avVTIOEOVTIOLOYIKT] GUUTEPLPOPE avTOV, Ba akolovBeiton m
axoAovdn dradikacior:

1. O Mpoiotdpevog tov TUNHOTOG KOAEL Tov gpyaldpevo oto ypageio tov. [Mapabéter otov epyaldpevo ta
ototyeia TG VTOOECT|G Kol TOLG AOYOLG Y10 TOLG OTO10VG KPIVEL TMG AP PLalovTol VIOYPEMGELS AVTOD o
™ oOpPoocn epyaciog 1 EMOEIKVOETOL OVIIOEOVIOAOYIKT] CUUTEPLPOPA €K pEPovg Tov gpyolopévov. O
epyalopevog, Tapéyel eENyNoels, KBETEL TIG OMOWELG TOV KOl GE TEPIMTMOOT] OV d€ CLUE®VEL LE TN B€om Tov
AtevBouvti Tov Egvodoyeiov avaAvel Tovg Adyouc.
Me 1o mépag g cvvdvinong o Ilpoiotdpevoc Tov TUALOTOS TOL gviiepdvel Tov gpyaldpevo eite OTL €xet
wavomo el omd Tig dlevkpivicelg Kot eENyNoelg Tov Tov doOnKay, €ite OTL AVTEG OEV NTAV IKAVOTOUTIKES,
MapdAinia, dSOvoTol vo TPOYUATOTOEL TPOPOPIKT GUGTOCT| TPOG TOV EPYOLOLEVO.

2. Xg mepinT®on Tov Tapd TNV TPOPOPIKT GVGTOCT TPOS ToV £pyaldpevo, autog e&akolovbel va mapafralet Tic
VIOYPEMGELG TOV 1 VO EMIEIKVIEL OVTIOEOVTOAOYIKT) GUUTEPLPOPE 1| GE TEPITTMON TOV TAPE TNV AVAOTEP®D
ouvavtnon oto ypoeeio Tov o [IpoicTduevog ToLV TUNUATOG TOV KPIVEL TOG 1 AN TPOPOPIKT CUGTACT OEV
givon opket| oe oyéon pe 1t Poputnta TG TAPAPLICEDS 1 TNG EMOEIKVUOUEVNG OVTIOEOVTOLOYIKTG
GUUTEPLPOPAS, ATOCTELAEL EYYPAPT) CVGTACT TPOG TOV EPYALOEVO, He Kovomoinon g oty Atevbuvon).

3. Zemepinton Tov mapd TNV TPOPOPIKN 1)/KAL TNV £YYPapn GVGTACT TPOG TOV £pyalOpEVo, 0vTdg e&akorovdel
va TopaPlalel TIC VITOYPEDMCELS TOV 1) VO EXIOEIKVOEL OVTIOEOVTOAOYIKT| GUUTEPLPOPE, CAAG KO 6TV TEPITTOON
mov o [Ipoictduevog Tov TUNHATOG KPivel TG 1) TapafiooT vl OTUOVTIKE 1] 1] EXOEIKVVOOUEVT GUUTEPLPOPE
avTifetn e Ta TPOTLTA GLUTEPLPOPAS, TPOSPAALOVTAG TN PNILLN TOL Egvodoyeiov, evnuepmvel TNV Atevfuvon
Kot mpoypappatilel ouvavinon tov epyalopévov petald tov tpiov pepmv.  Kotd ) ocvvdvinon o
epyalopevog TopExel eENYNOELS KoL EVILEPAOVEL YOl TIC ATOYELG Kol BEGELg TOL i Tov BEpATOC.

4. H Awebvbuvon, égovrog AaPel T oyetikn evnuépwon ent Tov Bpatog and tov [poiotdpevog Tov TURRATOG Kot
BaciZopevn oTic EENYNOELS OO TIV CLUVAVTNOT TOV TPIOV PLEPDV, AAUPAVEL EVOEYOLEVMG KO ATOWELG KoL OO
oV Vopkd cOppovio tov Eevodoyeiov kot dHVOTOL KOTA TNV OMOKAEIGTIKY TOv Kpion vo (NTd amd tov
gpyalOUevVo va, Tov Tapdoyel Emmpoceteg eEnyNnoelg e kabe Tpodcpopo péco. O 1d1og anopacilel katd v
ATOKAELOTIKY TOV Kpion Kot yopig vo SeGUEDETOL AmO TIG AVATEP® YVAOUES EML TOV BEUATOC, GYETIKA LE TNV
amolvon N un tov gpyalopévou. O apuddlog yia ta OEpata avtd oto Ecvodoyeio eEovaoilodoteital, va extelel
™mv andpact, Tpdrrovtag Kabe TL Tov TpoPAéneTon otV Keipevn vopobeoia.
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Araokacio Ipoopvywmy

Ot gpyalduevol Bo Exovv TV evkoupia vo TOPOLGLACOVY OIKEG TOvg OEcelg 1 otoryeia auUPIoPNTOVTOC
TAnpopopiec, exbEceL, avapopég N dALa ototyeio Kot dedopEva TOv propel va ypnoiponomdnkay ard ) Atevbuvon
ywo v emPoin meopykdv tovav. O 6Komdg ot TG dSadikaciog givat va 00ei 1 SuvatdTnTa Kot 1 gvkaipic oTov
epyalopevo va ekBéael N Sk Tov EKSOYN O OXEON LE TO TOPATTOUO ) TNV TopAafacT yio TV onoio KaTnyopeitan
TPOKEUEVOL VO, VTEAPEEL Eval STKOLO AmOTELES L TOV TTEWDAP)LKOD ELEYYOV.

Edv o vmédinAog dev Tapovoidosl auTeG TG TANPOPOPIEG KATA T S1dpKELD Mo omd TIG CUVEDPLACELS OTIG
omoieg Oa KAnbel va mapaoctel, Bo €xel 5 epydoyeg NuéEpes PETd amd KGOe pion omd QVTEG TIG GUVAVINGCELS Yo Vo
TOPOVGLACEL OVTEG TIC TEKUNPLOUEVEG BEGELS TOV EYYPAPOG.

Oduara ano6doc1S KAl COUTEPLPOPUS TTOV OEV DIIOKEVTOL OE TPOOIEVTIKI] merdapyia
H mopavopio dev vmokerton o€ mPpoodeuTiky] mwelfapyio kol Wmopel vo 0dNYNOEL GE AUEGO TEPUOTIGUO.
Epyalopevog mov mapavopel mapafialovog tovg vopovug tng [oAteiog pmopet vo unvubei omd 1o Egvodoyeio kot va
Suwybel ot appddo dSikactipla.
Opoimg, 1 KAomn, 1 KOTAYPNOT 0LGIDV, 1 XPNOT TOEIK®V, 01 dLopdyeS kol dAAeg TpaEelg Plag otnv epyacia dev
VIOKEWVTOL GE OmAO TEWAPYIKO EAEYXO OALD OTOTEAOVV AGYO GUECTG OOALONG Kol TOAVIG EKKIVIIONG VOUIKNG
Srodikaciog o€ BApog Tov VTOAOYOL EpyalopEVou.

Texunpiovon
O vrdAAnAog dwcaiovtal vo, Aappdvel avtiypopo OAmv Tov apyeiov tekunpioong nebopyikov eréyyov. O
VrEaAANAog Ba KANOEel va vIToypAyEL avTiypapa aVTAG TG TEKUNPIOONG TOV PEPUDVEL TNV KATAVONOT TNG EVEPYELOS
OV TTEPLYPAPETOL GE QLTA TO £YYPUPU. AVTIYPAPO AVTAOV TOV EYYPAP®V O amoTeLodV HEPOG TOV OTOUIKOD PAKEALOV
epyalopévou Tov tnpel 6To apyeio Tov To Eevodoyeio

INo onowdnmoTte dievkpivion Ko TANpoopia propeite vo angvbiveoste ot Atevbuvon

10/03/2023

H Aigvbvvon
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Human Resource Management Policy

The Hotel Management, in its efforts to uphold the rights and proper treatment of its staff, with a focus on
providing high-quality products and services within a sustainable framework for both the hotel and society,
has established the following Human Resource Management Policy.

Employment Employees are the key asset for the operation and development of a business that aims to
provide high-quality products and services with a strong sense of responsibility. This is also at the core of
our company's values, which seek the well-being of our employees and foster long-term cooperation and
employment relationships.

Guided by human-centered principles, our employment policy is governed by respect for diversity, equal
opportunities, lifelong learning, fairness, and the cultivation of a climate of development and support. Our
processes regarding selection, evaluation, quality training, and long-term development of our employees, as
well as their reward, reflect these fundamental principles.

A primary concern of the company is the prevention and promotion of employee health. To this end, annual
educational activities are designed and implemented to develop a culture of Health and Safety, tailored to
the specific characteristics of each job role.

Employment Rights Protecting employment rights in accordance with Greek legislation and international
standards is a priority for the company. Our goal is to ensure collective bargaining, regulatory compliance,
and to encourage employees to actively participate and communicate openly with the company's
Management on Corporate Responsibility issues. We promote and enhance the exchange of opinions and
rational dialogue, aiming for continuous improvement and development.

Our company upholds the Fundamental Principles of the Declaration for the Protection of Fundamental
Labor Rights by the International Labour Organization, including: a) the elimination of all forms of forced
or compulsory labor, b) non-participation in child labor, and c¢) the elimination of discrimination in
employment.

The company also implements a specific grievance and complaint management policy, encourages dialogue,
promotes consultation with employees, and encourages communication with senior Management.

Equal Opportunities Our company adopts practices and procedures that promote respect for diversity,
equal treatment, and equal opportunities for all, while safeguarding health and safety issues for employees.
The clear organizational hierarchy and transparency in the criteria for selecting and ranking candidates
reflect the Management's intention to provide equal employment and development opportunities.
Accordingly, performance management processes and evaluations, as well as individual development plans,
are designed with this intent.

The development of risk assessments, combined with the essential role of safety officers and corresponding
training and awareness programs for employees in these areas, highlights the importance of these factors in
the company's daily operations.

Employee Development Guided by equality, meritocracy, and fairness, our company has developed a

system for managing team and individual performance, linked to individual development plans, training
actions, and benefits/incentives policies, always considering equal opportunities between genders.

E01.1.5'Exdoon 1" XeAida 5 amo 7



Human Resource Management Policy
I1: Uniform Disciplinary Procedure

Rewarding team and individual efforts is a fundamental condition for cultivating and maintaining a desired
culture of high performance and continuous improvement. Emphasis on quality, creativity, and productivity
based on high standards are elements that align with the desired employee profile of our company and are
accordingly recognized.

Additional benefits and incentives focus on attracting and sensitizing employees, promoting lifelong
learning opportunities through continuous and targeted educational actions, personal development with
encouragement to participate in relevant training programs, and ensuring a high quality of living and health,
such as rest and dining provisions.

Professional Relationships Our people are the cornerstone of our success. Therefore, maintaining a work
environment that supports respect, dignified behavior, appreciation for privacy, and the demonstration of
responsibility and accountability is a critical aspect of our sustainability.

The individuals responsible for managing our human resources, along with the senior management of the
company, design, communicate, and implement relevant processes, best practices, and guidelines.

Rules and Procedures The company aims to provide services and products based on high-quality
specifications, including strict safety standards. For this reason, specific job requirements are defined for the
positions to be filled by employees. There is also specialization in policies on sensitive issues such as child
labor, addressing all forms of violence, and ensuring employee health and safety.

The staff at all levels of the company are informed about the Company Policy and are required to contribute
to its implementation. The Management of the Company is committed to supporting the application of this
Policy.

10/03/2023

The Management of the Company

Purpose The policy and procedures for progressive disciplinary action for employees and executives of the
Hotel are designed to provide a structured corrective action process aimed at improving behavior and
performance, as well as preventing the recurrence of undesirable behaviors and performance.

Below are the steps of the policy and procedures for addressing inappropriate behavior and lack of discipline
among employees. Management reserves the right to combine or omit steps based on the facts of each
situation and the nature of the violation. Factors considered include whether it is a repeated offense despite
guidance, counseling, or training, and the impact of the employee's behavior and performance issues.

This policy does not grant contractual rights regarding employee discipline or counseling and should not be
read or interpreted as altering or changing the existing contractual employment relationship between the
Hotel and its employees.

In cases where the company's Management deems it necessary to examine any violations of the employment
contract by the employee or unethical behavior, the following procedure will be followed:

1. The Department Head will call the employee to their office. They will present the details of the case
and the reasons for believing that the employee has violated obligations under the employment
contract or displayed unethical behavior. The employee will provide explanations, express their
views, and if they disagree with the position of the Hotel Manager, explain their reasons. At the end
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of the meeting, the Department Head will inform the employee whether they are satisfied with the
clarifications and explanations provided or if they are not satisfactory. Additionally, an oral
reprimand may be given to the employee.

2. If, despite the oral reprimand, the employee continues to violate obligations or display unethical
behavior, or if the Department Head deems that the oral reprimand is insufficient given the severity
of the violation or unethical behavior, a written reprimand will be issued to the employee, with a
copy sent to Management.

3. If, despite the oral and/or written reprimand, the employee continues to violate obligations or display
unethical behavior, and if the Department Head deems the violation significant or the behavior
contrary to behavioral standards, damaging the hotel's reputation, they will inform Management and
schedule a meeting with the employee involving all three parties. At the meeting, the employee will
provide explanations and share their views on the matter.

4. Management, having received the relevant information from the Department Head and based on the
explanations from the three-party meeting, may also seek opinions from the Hotel’s legal advisor
and, at its sole discretion, may request additional explanations from the employee by any appropriate
means. Management will decide, at its sole discretion and without being bound by the above
opinions, whether to dismiss the employee or not. The person responsible for these matters at the
Hotel is authorized to implement the decision, taking all necessary actions in accordance with the
applicable laws.

Appeals Procedure Employees will have the opportunity to present their own positions or evidence
challenging information, reports, references, or other data that may have been used by Management to
impose disciplinary penalties. The purpose of this procedure is to provide the employee with the chance to
present their own version of the incident or violation to ensure a fair outcome of the disciplinary review.

If the employee does not present this information during one of the meetings they are required to attend,
they will have 5 business days after each meeting to submit their documented positions in writing.

Performance and Behavior Issues Not Subject to Progressive Discipline lllegal actions are not subject to
progressive discipline and may lead to immediate termination. An employee who engages in illegal
activities violating state laws may be sued by the Hotel and prosecuted in the relevant courts.

Similarly, theft, substance abuse, toxic use, disputes, and other acts of violence at work are not subject to
simple disciplinary review but are grounds for immediate dismissal and potential legal proceedings against
the responsible employee.

Documentation The employee is entitled to receive copies of all documentation related to disciplinary
review. The employee will be asked to sign copies of this documentation, acknowledging their
understanding of the actions described in these documents. Copies of these documents will be part of the
employee's personal file maintained by the Hotel.

For any clarification and information, please contact Management.

10/03/2023

The Management
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