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Purpose

At Deutsche Borse Group (DBG), we value and promote diversity and stand up against discrimination. As a global
organisation, we stand for recognition, appreciation and inclusion in the working environment, and advocate for
and thrive through openness and fairness. We consider the wealth of backgrounds and ideas to be key to our
success. To unlock the full potential of our diversity and ensure that everyone is treated with dignity, we will not
tolerate any form of harassment in our working environment and between individuals.

DBG undertakes appropriate measures (i.e. trainings) necessary to prevent occurrence of harassment and, when
informed of possible infringements, DBG will work towards resolving reported cases of harassment in a fair and
unbiased manner and with the required confidentiality.

Scope

This policy defines DBG’s position of non-tolerance of any kind of harassment and provides for key standards in
compliance with the Code of Business Conduct and the Diversity&Inclusion Policy and the different legal

requirements applicable to DBG companies. Subject to respective applicable laws, DBG companies may have
additional or more specific rules regarding Anti-Harassment, while the general frame provided by this policy is
binding for all.

The first part of this policy determines the procedure if an individual is faced/confronted with moral or sexual
harassment. In the second part, respective disciplinary actions in case of non-compliance with this policy are
specified.

This policy applies to all DBG companies which have adopted this policy. All individuals within the respective DBG
company must comply with this policy.

Definitions

Moral harassment

Moral harassment occurs when a person employed by one of the DBG companies commits repeated and/or
deliberate actions towards another individual with the aim or effect of harming or jeopardising open and confident
working conditions and/or causing damage to physical or mental health of another individuals. The Actions can be
(exemplary, not conclusive):

e Offensive language, gossip, or slander

e Posters, graffiti, obscene gestures

e Abuse of internal e-mail systems, the internet or intranet

e Pestering, spying, stalking

e Persistent undermining of confidence, competence, and self-esteem

e Failing to acknowledge the rights or needs of people with different views or practices

e Undignified treatment or exclusion of people with disabilities or on the grounds of ethnicities, beliefs,
sexual identities and orientation, gender, (dis-)abilities, generations, or personalities



https://deutsche-boerse.com/resource/blob/45222/8863166f657dfec35ad53e5ad5db7eda/data/code-of-business-conduct_en.pdf
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Sexual harassment

Sexual harassment is an unwanted conduct of sexual nature, or a conduct based on sex or sexual preference which
is offensive to the recipient. Examples of inappropriate behaviour and sexual harassment include:

e Unwanted physical assault or contact, including unnecessary touching,

e Suggestive remarks including propositions that sexual favours may further someone’s career or that refusal
may damage it,

e Display or circulation of pornographic materials,

e Derogatory remarks or conduct that insults or ridicules or is intimidating or physically abusive of an
individual.

Persons of Trust

As Persons of Trust this policy defines:

e Equal Opportunities Officers

e A Member of Staff Representation of the relevant location, if applicable
e A Member of the Human Resources (HR) Management Team

e Any member of the Diversity & Inclusion Council

Individuals

As individuals this policy defines:

e Employees

e Executives

e Students

e Interns

e Apprentices

e Service Providers

Recommended procedure towards managing harassment

For ease of reference in the following descriptions, the policy will refer to the harassment victim as “the
Individual”, and the person who is considered to be the perpetrator of the offense as “the Offender”.

Awareness

An Individual who believes that they have been subject to unwanted behaviour / harassment is encouraged (if the
situation permits it) to let the Offender know that their behaviour is objectionable and ask for it to stop.

It is equally possible for the Individual to first discuss the situation with a Line Manager or a Person of Trust — see
next step).
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Contact Line Manager or a Person of Trust

If the Individual feels unable to address the Offender directly, the individual should seek assistance from the
respective Line Manager (if not implicated in the offence) or a Person of Trust. A Member of the HR Management
Team is to be involved.

The aim is to address and attempt to resolve the situation before it becomes necessary to raise a formal complaint.
It is equally possible for the Individual to immediately raise a formal complaint.

The Individual’s Line Manager and/or Person of Trust and the Member of the HR Management Team involved will
ensure that any discussions will remain confidential and will not be divulged to a third party until the Individual will
allow it.

Formal complaint

Regardless of the severity, the Individual may raise a formal complaint to a Member of the HR Management Team,
in writing, stating the name of the Offender, the nature, dates and times of the harassment, names of witnesses (if
possible) to any incidents of harassment, and any action already taken to stop the harassment.

If the Individual feels more comfortable in making the formal complaint anonymously, the whistle blower system
offered and operated by compliance can also be used. Any complaint with Harassment content addressed via the
whistle blower system of DBG will be handled by a Member of the HR Management Team.

Investigation

A Member of the HR Management Team entrusted with the case and the respective Line Manager of the Individual
(if not implicated in the offence) will conduct a thorough, discreet, and impartial investigation without undue delay.

The observations and results of this investigation are recorded and reported to the Individual as promptly as
possible. If seen as helpful or necessary, an external legal counsel will be involved by the Member of the HR
Management Team/respective Line Manager. Should it be considered essential, others may be involved as
witnesses, but generally only with the consent of the Individual bringing the complaint.

The investigation will be conducted with all prudent steps by Human Resources and the Line Manager of the
Individual (if not implicated in the offence) to protect the Individual and the witnesses from any intimidation,
victimisation, or discrimination.

Pending the investigation and its results the Offender may be suspended. This decision will be taken by the Member
of the HR Management Team entrusted with the case. Where the investigation finds the allegations of the Individual
are proven, the Offender will meet disciplinary sanctions (see 4.5).

Where the investigation can prove that the Individual has reported an intentional false allegation, as an obvious and
malicious attempt to damage the reputation or career of the accused, the Individual will meet disciplinary sanctions
(see 4.5).



https://www.deutsche-boerse.com/dbg-en/our-company/contact/contact-for-whistleblowers
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Disciplinary sanctions

If the formal complaint against the Offender is found valid, the Company will take the necessary disciplinary
sanctions to ensure that the Offender shall not repeat their behaviour. Disciplinary sanctions shall be consistent
with the severity of the conduct of the Offender.

The Offender may be either warned orally, warned in written form, or dismissed in compliance with applicable
law.

Please refer to the Disciplinary Action Policy for further details.

If the formal complaint against the Offender is found invalid, and it is proven to be an obvious and malicious
attempt by the Individual to damage reputation and/or career of the accused, the Company will take the necessary
disciplinary sanctions regarding this behaviour. Disciplinary sanctions shall be consistent with the severity of the
offence.

The verifiably denouncing Individual may be either warned orally, warned in written form, or dismissed in
compliance with applicable law.

Please refer to the Disciplinary Action Policy for further details.

To ensure objectivity and fairness, any decision on disciplinary sanctions will be taken jointly by the Member of the
HR Management Team and the respective Line Manager of the Individual (if not implicated in the offence).
If the Line Manager of the Individual is implicated, their Line Manager will take part in the decision taking process.

In cases where disciplinary sanctions are decided, and before such are imposed, the recipient of the disciplinary
sanctions will be informed about the ability to contact a Staff Representative (relevant for locations with respective
staff representation).

Recording

The result of the investigation will be documented and filed, in the personnel files of the Individual and the
Offender following the respective labour law/data protection rules.

Policy Owner

The policy is owned by Human Resources. The policy owner is responsible for the publication, updating and
maintenance of this policy.
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