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1. Infroduction

The G&P NET Group, on behalf of the companies G&P NET SpA, Peuterey Srl, Geo Spirit Srl and Argo
Retail Srl, is pleased to present the Social Accountability Report for the year 2024-2025, covering the
period between 01-04-2024 and 31-03-2025.

During 2024-2025, the project for drafting the Sustainability Report in accordance with GRI standards
began. It will end with the integration of this report in the Social Accountability section.

This document serves to disclose, in a fransparent, clear and complete manner, to employees,
collaborators, suppliers, institutions and all the people with whom the G&P Net Group enters into
contact, the aims that the Group intends to pursue for the purposes of guaranteeing a socially
accountable work environment and professional growth to staff, in full compliance with the
requirements of Standard SA8000:2014.

For some years, the group has put in place a consistent, conscious path for both social and
environmental themes with the aim to stand out as a socially responsible company, pursuing policies
aimed at compliance with fundamental workers’ rights as well as health and safety in the workplace
and the most significant environmental aspects.

This report serves to provide stakeholders and any interested party with the means and tools fo check
compliance with its company policies.

Specifically, the Social Accountability Report is drawn up on an annual basis, as the result of the
collaboration between General Management and members of the Social Performance Team (SPT),
the SA8000 management system manager, the gender equality manager, the Guidance Committee
on gender equality and all company functions.

Its circulation is guaranteed through its publication on Peuterey Group’s website and through its
distribution, in house, to all personnel.

2. Group companies

Name G&P NET SPA - act of incorporation 17/10/2013
Registered office Via Tortona, 31 - 20144 MILAN

Registration numbers REA MI - 2029929

Tax ID Code/VATreg. 02334070469

no.
Company purpose Styling and design activity, conception and development of fashions
Name PEUTEREY SRL - act of incorporation 18/11/2016

Registered office Via Tortona, 31 — 20144 MILAN

Registration numbers  REA MI - 2107853
Tax ID Code/VATreg. 09700210967

no.
Company purpose Manufacture and sale of clothing items

Name GEO SPIRIT SRL - act of incorporation 04/01/2012
Registered office Via Prov.le del Biagioni, 55 - 55011 ALTOPASCIO (LU)

Registration numbers  REA LU -211180

Tax ID Code/VATreg. 02263200467

no.

Company purpose Manufacture of sports items and clothing in general
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Name ARGO RETAIL - act of incorporation 24/03/2015

Registered office Via Alfonso Lamarmora, 39

Registration numbers  EAI FI - 636276

Tax ID Code/VATreg. 06538940484

no.

Company purpose Retail frade of apparel and accessories

3. History and product

G&P Net S.p.A.is an ltalian fashion company designing, developing and distributing luxury puffer jackets
and coats under four different labels: Peuterey, Postcard, Dekker and Geospirit, characterised by a
stfrong brand awareness. The company sells its products with a focus on Europe and is generating
increasing revenues in Asia. The whole range of products is distributed through multi-brand stores and,
more recently, through directly operated stores (DOS).

Over the last few years, the company has recorded significant levels of growth, becoming a major
stakeholder in the Italian fashion market.

The ownership of the brands is listed below
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Company history

Introduction of

Social Accountability Report

GEOSPIRIT Geospirit, sportdown 1990 Establishment of Company
jackets l I
Refocus in the high-end urban apparel . l Launch of Peuterey ...
segment thanks to its CreativeDirectors 2002 brand PEUTEREY
3 B
1 I
2004 First collection under Peuterey brand
Geospirit’s renewed targeting I
towards more fashionableand 2006 s Gem'fany,
Benelux and Austria
trendy contents. -
Opening of the 1*
. 2011 Peuterey flagship store in
v Acquisition of PostCard Via della Spiga, Milan
fashion district
2 Expansion in 2012 )
foreign markets New DOS inRome
The Company proceeds with its ) )
expansion of retail sales 2013 New DOS in Paris
The Company signs the The Company sets up and
DEKKER license agreement on 2018 expands e-commerce sales
Dekker channel

Company Structure

The company is currently structured with a clear separation across relevant company functions and brands.

Year 2024-2025
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The Peuterey brand, infroduced in 2002, is the main brand, representing 90% of total business turnover for
the 24-25 financial period. The brand takes its inspiration from the name of a peak on Mont Blanc, one
of the most fascinating routes on the Alps.

While it commenced as a brand orientated towards winter apparel with a specifically dedicated
customer base, Peuterey subsequently began to reach out to new customers, transforming the brand
info an accessible luxury label. The brand has given style characteristics to winter down jackets, with
parka-based designs, to wear as elegant, luxury coats. The hallmark item of the Peuterey brand is the
jacket, however, in the last few years, the group also begun to design and distribute apparel and
accessories.

The sporty down jacket has achieved a consolidated position as the brand's leading products and has
become an established leader among competing products on the Italian market.

With these star products, the company has been able to acquire a strong, consolidated image as a
combination of luxury design with performance and practical wear.

The Peuterey Group targets its products at the cosmopolitan, professional consumer in the 30-45 age
range.

4. Policies and values

Sustainable development guarantees that the needs of the present can be satisfied without
compromising resources and opportunities for future generations. Every action we perform, all of our
behaviour and any choice we make can and must mean greater awareness to safeguard the
ecosystem on our planet and the well-being of those who live oniit. Today, choosing a sustainable lifestyle
is in fact the first step towards a better future. The Group works hard every day to reduce its impact on
the planet and to make the most of human and environmental resources: this is the choice we have
made, and we firmly believe in it.

4.1 Mission and Vision
At Peuterey, working for a better future means investing in people and promoting their well-being and
professional growth. This is why our approach to sustainability also concerns lifestyle and working rhythm.

In our company, many professionals - from designers to pattern makers, sales division employees, and
the communications team - all work in the two main hubs of Milan and Altopascio (LU), alongside
colleagues operating in retail and the sales agents who support our products at an international level.
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Our people are brought together by the shared values that guide us. We are united by our shared
passion for the quality and beauty of what we do, every day. We work together with trust and
enthusiasm, looking to our planet with respect and to our future with responsibility.

We care deeply about the value of our differences, since these are things that lead to dialogue, to
stimulation, and to growth. We invest in training for our young talents because we believe in merit and in
sheer hard work. We support equal opportunities formen and women, because we choose to guarantee
that everyone, regardless of sex or gender, has the right to develop their full human and professional
potential. We infroduced a functional training class to offer all our employees a physical and mental
wellness opportunity, and fitted the locker rooms with new shower facilities, to allow everyone to work
out during their lunch break.

Our Social Accountability Code means we are committed to extending our values and aims fo our
collaborators, but also to our production and business partners, in ltaly and the rest of the world.

At Peuterey, our projects are people focused. And people’s responses, in terms of motivation and
commitment, are what makes us more and more aware, every day, of the worth of having chosen to
make a positive impact on society.

During 2023, the Group, aware of the importance of spreading the principles on gender equality has
obtained certification in accordance with the reference practice UNI PDR 125:2022.

4.2 Social accountability policy

The G&P NET Group, on behalf of the companies G&P NET Spa, Peuterey Srl, Geo Spirit Srl and Argo Retail

Srl, counts the company’s social sustainability among its values and core responsibilities. The decision o

adopt an SA8000:2014 management system and therefore, to certify it, is perfectly in line with this course

of action, and represents yet another element fo strengthen policies and social accountability

targets concerning workers, to boost and spread awareness toward a socially accountable company

management.

For this purpose, the G&P NET Group aims to:

= Increase the social accountability of the company through precise commitments to workers and
other stakeholders of reference

= Guarantee fransparency in human resource management through new models of staff involvement

= Check the ethics and social correctness of its supply chain.

The expected benefits of this choice are:

» Increased level of risk management regarding compliance with social accountability requirements
(and the relevant standards of reference), specifically in the supply chain

= Being a reliable partner for its customers at all times and fo commit to guaranteeing compliance
with the principles of social accountability, attention to quality, and to safety in the workplace, both
by own employees and those of its suppliers

= Even greater attention to equal opportunities and to the capitalising on our diversities;

= Opening a further channel for dialogue with workers, both as individuals and frade union
organisations.
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The G&P NET group undertakes to:

e Comply with current national standards and international conventions and recommendations,
including the resolutions of international bodies such as the ILO - International Labour
Organization - and the UN - United Nations - organisation, regarding all requirements of the
standard

e Prohibit the use of child labour (ILO Conventions 182 and 138, and Recommendation 146)

e Prohibit forced or compulsory labour (ILO Conventions 29 and 105)

e Respect freedom of association and the effective recognition of the right to collective
bargaining (ILO Conventions 87, 98, and 135)

e Oppose all forms of discrimination and unfair freatment (for employment, remuneration, access
to training, promotions, termination of employment, or retirement) based on ethnicity, regional or
social origin, nationality, religion, disability, gender, sexual preferences, family responsibility, frade
union membership, political opinions and age, or any other condition that could lead fo
discrimination (ILO Convention 100, 111, 159, 169, 177, 181, and 183)

e Condemn dllillegal conduct that may hinder dignity or physical and/or moral integrity

¢ Apply national collective bargaining agreements, fully and impartially, to all employees, paying
the agreed remuneration punctually, as well as all relevant pension, insurance and social security
payments (ILO Convention 131)

e Respect working hours, meeting the needs of workers (ILO Convention 1 and Recommendation
116)

¢ Guarantee maternity and paternity protection, as well as protection for disadvantaged persons
(ILO Convention 183 and 159)

¢ Promote and improve conditions of safety and the physical and mental well-being of its staff with
corrective and improvement actions (ILO Convention 102, 155 and Recommendation 164)

e Involve all suppliers of goods, activities and services and their commitment to social
accountability, conforming o all requirements in the reference standard;

e develop and extend information, communication, and fraining processes, fostering dialogue
among the parties concerned, to ensure efficient and effective application of the integrated
company system.

The G&P NET Group considers that this can all make a solid confribution to improving general operation
condifions and to making the most of human resources; for this purpose, it undertakes to convey to all
stakeholders (employees, suppliers, customers, public opinion, frade unions, public authorities, and
NGQOs) a strong message fo increase awareness of and compliance with the application of the
requirements envisaged in the SA8000 standard.

To ensure that this Policy is understood, implemented and supported at all levels within the company,

the Company Management has implemented the following initiatives:

¢ Displaying a copy of this Policy for view by all staff;

e Publication on the company website (in Italion and English) to boost viewing by all parties
concerned.

e Social accountability training and meetings with all staff.

Regularly, at least every six months, the management will assess the suitability and appropriateness of
this social accountability policy and assess the achievement of the improvement goals issued for
application of the above principles.

The following section contains references to the certification body we have chosen, the SAIl, the body
which developed the standard, and the SAAS, the accreditation body for SA8000 certification bodies:

Certification body
RINA Services S.p.A. | Via Corsica, 12- 16128 Genoa, P. +39 010 53851
SA8000@rina.org

Page 8 of 33



Social Accountability Report
Year 2024-2025

Standard setting and accreditation body

SAl - Social Accountability International

15 West 44th Street | New York, NY 10036 Phone: 212-684-1414 | Fax. 212-684-1515

E-mail: info@sa-intl.org

SAAS - Social Accountability Accreditation Services 15 West 44th Streeft, 6th Floor New York, NY 10036
Phone: (212) 391-2106 fax: (212) 684-1515 saas@saasaccreditation.org

4.3 Social accountability policy for Employment agencies

The Management of the G&P NET Group, on behalf of the companies G&P NET SPA, Peuterey Srl, Geo

Spirit Srl and Argo Retail Srl, having voluntarily adhered to the SA8000 international standard and to the

UNI Pdr 125:22 reference practice, has resolved to adopt a specific policy for relations with employment

agencies for the purpose of enhancing and protecting the entire staff falling under its sphere of action

as provided for by the same standards.

The G&P NET Group undertakes to exclusively use private employment agencies, operating with a valid

licence/permit for the activity, according to the law of reference.

The G&P NET Group also undertakes to guarantee compliance with the following requirements which we

request you approve at the bottom of this document:

e Internal procedures and policies for the selection and evaluation of candidates aimed at preventing
any type of discrimination including gender inequality and in particular suitable to contrast bias, for
example, contacting candidates equally on a basis of gender;

e Place the greatest attention to the description of the positions required so they are neutral for gender
and that they never included prerequisites that are discriminatory;

e No expense or cost for employment must be charged in whole or in part to the workers. In the event
that the G&P NET Group is aware of the fact that workers have been charged for costs or expenses,
either wholly or in part, the agency shall repay the worker in full;

e Job offers must not include costs or expenses for employment to be met by the worker, they must be
posted in a neutral gender and must not include any discriminatory element in compliance with the
social inclusiveness policies, safeguarding diversity and equality, with a constant commitment to
enhancing human capital;

e The processes of evaluation and selection of personnel must provide for a fair, merit-based and
transparent approach to place the person at the centre, exclusively enhancing the different
backgrounds, experiences and skills of each individual;

e During the interview with the candidate, personal information, specifically regarding personal aspects
such as marital status, pregnancy and family or parental responsibilities, is not requested.

e Work conditions, as defined at the fime of their employment, must not differ from those envisaged for
companies in the G&P NET Group;

e Before employment (including, if applicable, before leaving their nation/region of origin) workers are
notified of the fundamental terms and conditions of the employment, either verbally or in writing, with
a letter of employment in their local language as required by law;

Migrant workers have confracts and equal treatment to that of their fellow workers;

e The agency places the greatest attention to preventing every action that may be considered as

harassment or violence in the evaluation phase and during interviews with personnel.

The Management of the G&P NET group undertakes to establish monitoring actfivities to keep frack of
the performance of employment agencies in order to ensure the above elements are respected.
Acceptance of the above and of the Declaration of Commitment to comply with the requirements of
the standard is an essential, critical requirement for collaboration with the G&P NET Group.

4.4 Gender equality policy
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The G&P NET Group, on behalf of G&P NET Spa, Geo Spirit Srl, Argo Retail Srl, and Peuterey Srl, intends to
implement a management system compliant with standard practice UNI PAR 125, in order to overcome
any gender stereotype, both at work and at home, and demolish any source of inequality, by promoting
gender equality to enhance diversity and support female empowerment, in compliance with the
constitutional principles of equal opportunities, within the following areas:

Culture and strategy in order to define inclusion principles and objectives, gender equality and
aftentfion to the organization's gender diversity, consistently with the Group's vision, purposes
and values;

Governance: to define suitable organizational requirements, and the establishment of
processes to identify and solve any non-inclusive event.

Human resource management: to monitor the inclusion principles and respect diversity
throughout the entire life cycle of a resource within the organization, from recruiting to
termination of the work relationship, promoting female empowerment in the company
encouraging women to participate in managerial roles and communicating progress
implemented.

Growth and inclusion opportunities: ensuring neutral access to genders fo career, internal
development and fraining opportunities;

Equal gender pay: by ensuring the absence of any logic of gender differentiation on the wage
differential, in a fotal reward logic, including also non-monetary retributions, such as welfare
and well-being systems;

Protection of parenthood and life-work balance: by activating pro-parenting policies in all its
forms, and adopfting procedures to facilitate and support the workers' families.

The G&P NET Group undertakes to:

Ensure increasingly better and equal working conditions to all workers, by applying and
complying with all national and international regulations on this matter, national labour contracts,
the organization's commitments and the requirements set forth by international standards
Implement, activate and comply with gender equality requirements over time, and adhere to
any new future requirement
Ensure suitable fraining and information on ethics, inclusion and equal opportunities to all staff
Extend the Group's commitment to social sustainability also beyond the perimeter of our business,
by actively involving our stakeholders and promoting the principles of equality and inclusion, and
by identifying and managing social impact in an ethical and responsible way
Include the principles of equality and equal opportunities in the staff assessment and recruitment
process and female empowerment
Adopt an approach of dialogue and comparison in the relationship with our employees, in order
to involve them in our commitment to social sustainability, and raise awareness toward the
principles of gender equality
Plan and carry out internal audits aimed at verifying compliance with the company’s equality
requirements, establishing and implementing any corrective and improvement actions where
necessary
Take part in the dialogue with all interested parties, documenting and nofifying all stakeholders
of the Group's commitment to Gender Equality
Upper Management is especially focused on preventing any form of gender discrimination or
physical, verbal and/or digital abuse, as specified in the specific Policy against Violence and
Abuse at Work;

Promote full fransparency and correctness in all our work activities and in the relationship with our
stakeholders, including all employees
Periodically carry out surveys on the employees' perception of equal opportunities, inclusion
and/or integration
Define an annual strategic improvement plan, according to the requirements of UNI PAR 125
Set an annual budget to develop the activities supporting inclusion, gender equality, and training
accessible to all personnel
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- Periodically monitor corporate indicators and objectives

In order to ensure that all necessary actions to pursue the confinuous improvement objectives set forth
by the Group are implemented, and, first and foremost, to effectively implement this Gender Equality
Policy, the Group has appointed a person in charge of the gender equality management system, who
coordinates it and acts as point of reference for all the workforce on this topic.

This Policy shall be monitored and reviewed regularly, to ensure that equality and diversity are constantly
promotfed in the workplace, since we deem gender equality a path each one of us must undertake
within our own responsibilities and activifies.

4.5 Policy against violence and harassment and work
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Politica aziendale contro le molestie sul lavoro
nel rispetto della Convenzione ILO 190

I Gruppo Peuterey. in rappresentanza di G&P NET Spa, Geo Spirit S, Argo Retail S, Peuterey S, favorisce
relazioni basate su principi di uguaglionza e di reciproca coretteza e rispetto vietando qualsiasi molestia
o frattamento coercitivo nei confronfi di dipendenti e collaboratori/colioboratrici anche di tipo sessuale,
e intende diffondere a tutto il personale la presente politica al fine di prevenire qualsiosi forma di offesa
delia dignitd della persona.

In particolare, per le molestie sessuali si intendono atti 0 comportamenti indesiderati, anche verbali, a con-
notazione sessucle arecante offese alla dignita e alla libertd della persona che le subiscono, ovvero che
siano suscettibili di creare ritorsioni 0 un clima di infimidazione nei suoi confronti. Le molestie sessuali assu-
mono molte forme. Si manifestano in qualsiasi comportamento di carattere sessuale che, per una delle
porti, risulti indesiderato offendendo la persona nella sua dignitd.

Le molesfie possono pervenire da collaboratori/collaboratrici, dipendenti superiori o colleghi/colleghe o
da parte di altri soggetti estemi all'azienda (es. fomitori, societd partner).

Nei luoghi di lavoro le molestie sessuali possono assumere varie forme, ad esempio:
- Insinuazioni e commenti equivoci sull'aspetto esteriore di collaboratrici e collaboratori

- Osservazioni e barzellette sulle caratteristiche sessuali, il comportamento sessucle e I'orientamento
sessucle del personcle.

- Presentazione, offissione o esposizione di materiale pornografico nei luoghi di lavoro.
- Ricezione di invifi indesiderati con un chiaro infento

- Contatti fisici indesiderati o tentativi di avvicinamento abbinati alla promessa di vantaggi o alla
minaccia di svantoggi, otti sessual, coazione sessuale o violenza camale.

| pericoli principali sono:

- Violazione dell'integritd psichica e fisica della persona molestata e conseguenze per la sua salute.
- Pregiudido per il clima lavorativo e i rendimento,

A fal fine la Direzione si impegna a:

- Individuare il rischio di ogni forma di abuso fisico, verbale, digitale (molestia) alla luce della Salute
e Sicurezza sul Luogo di Lavoro, valutando gli ambienti di lavoro anche da questo punto di vista;
prevedendo una valutazione dei rischi @ analisi eventi avversi segnalati;

- Prevedere specifica formazione a tutti i livelli aziendali su “tolleranza zero" rispetto ad ogni forma
di violenza nei confronti dei/delle dipendenti, incluse le molestie sessuali (sexual harassment) in ogni
forma:;

- Prevedere un sistema di segnalazione anche anonima di questa fipologia di accadimenti a tutela
dei/delle dipendenti che segnalano;

- Pianificore e attuare delle verifiche (survey) presso ifle dipendenti, indagando se hanno vissuto
personalmente esperienze di atteggiomenti di questo fipo, che hanno provocato disagio o turbo-
mento, ol'interno o nello svoigimento del proprio lavoro all'esterno (atteggiomenti sessisti, com-
poriamenti o situazioni di mancaonza di rispetto);

- Pionificazione di attivitd e azioni specifiche per la prevenzione e gestione delle molestie sul lavoro,
ponendo la massima attenzione al linguaggio utiizzato.

Come sopra indicato, la Direzione rifiene fondamentale sensibilizzare il personale nel segnalare in modo
immediato, qualsiasi evento che sia ritenuto offensivo alla propria o altrui persona, ad esempio nel caso in
cuiritenga di essere vittima di molestie sul lavoro o di discriminazione sessuale in tutli gli aspetti del rapporto
dilavoro, inclusi assunzione, formazione, promozione, refribuzione, disciplina e licenzamento ma anche in
qualsiasi contesto od evento azendale,

Year 2024-2025
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La segnalazione poird avvenire con le modalitd ritenute pil opportune, ad esempio in forma anonima
vhiizzando gl strumenti messi o disposizione a tutto il personale oppure effettuando le comunicazioni ;

ai/clle roppresentanti dei lavoratori per SAB000 (RLSA) e per la sicurezza (RLS)
alic funzione HR del Gruppo

Qi propri Responsabili di area/funzione

ol Comitato Guida sulla poritd di Genere

Le modciita per effettuare le segnalazioni e gli indirizzi mail sono comunicati e resi disponibili a tutfi,
Per qualsiasi segnalazione ricevuta, si garantisce il mantenimento delia massima riservatezza nei confronti
del segnalante e sard avviata cpposita indagine al fine della gestione immediata della problematica.

( La Direzione

ChBR

4.6 Code of conduct
The G&P NET Group undertakes to ensure that its products are manufactured in compliance with this
Code of Conduct. For this purposes, it undertakes to share its common aim and undertaking with
partners/customers and suppliers to guarantee the highest social, ethical, and environmental standards,
compliant with all applicable legal and binding requirements, the main international human rights
conventions (ILO), and other voluntary standards.

The G&P NET Group considers it essential to involve its whole supply chain in the application of the
principles set out in this Code of Conduct, requiring its suppliers to comply with the principles stated here
below, both during the selection of new suppliers and in the continuation of business relationships.

In particular, the G&P NET Group undertakes to comply with the following requirements:

- Equal and respectful freatment of staff

- Dignified, ethical working conditions for staff

- Respect for freedom of association and the right of collective bargaining

- Absence of child labour or compulsory labour in any form

- Presence of measures to guarantee working conditions that respect staff’'s health and safety
standards

- Absence of any form of discrimination towards staff

- No use of or support for coercion or punisnment

- Respect for working hours (including overtime) and the wages agreed with its workers, in order to
cover all workers' needs and necessary expenditure

- Measures in place to guarantee finished products that are safe and not harmful to health

- Fair trade practices and conduct through the prevention of corruption and any causes;

- Working aftifudes guided by values such as integrity, honesty, confractual fairness and full
compliance with all legal requirements.

For this purpose, before commencing collaboration with suppliers, the G&P NET group requires
the signing of its Social Accountability Code.

5. Stakeholders
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The term “stakeholder” refers to subjects inside and outside the company with any form of interest
in the company itself, which is then substantiated into a series of expectations under the form of
information needs, economic interests, etc. The following graphic shows the main
stakeholders identified by the G&P NET group for the purposes of checking its ability to respond to
the needs and requirements of each one through an open, fransparent dialogue based on trust.

CUSTOME

DC

CERTIFICATI
ON BODIES

G&P NET
group

INSTITUTIONAL
ENTITIES AND
ASSOCIATIONS

PERSONNEL

Property
Social Accountability for the property of the companies belonging to the G&P NET Group
is substantiated through compliance with principles such as fair freatment and business valuation.

Staff

The involvement and parficipation in the definition of the system by human resources, tfogether with
fop management, is essential for the best outcome of the creation and application of the system.
Staff involvement in the G&P NET group is made possible through information, meetings, awareness
raising, and training.

Suppliers

“Supplier” stakeholders include all of the subjects from which the G&P NET group purchases goods
or services needed to perform the company activities. The G&P NET group undertakes to raise
awareness with its suppliers on subjects of social accountability in order to extend the application
of these principles to the whole supply chain.

The G&P NET group has structured a system to select, qualify, monitor and raise awareness with its
suppliers, asking them to comply with the rules and commitments that the SA8000 regulafion
requires it to satisfy.

Suppliers used by the G&P NET group must be able to guarantee, similarly with the management
system adopted by the group, compliance with the following requirements:

e not fo use or promote the use of child labour in the cycle of activities;

e not fo use or promote the use of workers against their wishes or to use any form of work
under the threat of punishment;

e to guarantee all workers a safe, healthy workplace and to draw up a careful assessment
and management of risks, as well as a suitable training programme in compliance with
current regulations;

e torespect the right to freedom of association or tfrade union membership of its employees,
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not discriminating against union representatives and promoting collective bargaining;

e noft to allow staff to exceed the number of weekly hours set down in the national collective
bargaining agreement, if any, or by ILO regulations and conventions, guaranteeing at least
one free day every week;

e to prohibit any form of discrimination;

e noft fo use or promote corporal punishment, physical or mental coercion or verbal violence
tfowards workers;
e toguarantee that wages are neverless than minimum wage levels set by legal requirements
for the category.
The supplier category includes those suppliers appointed for the management of health and safety
in the workplace (Medical Officer, Medical Officers and appointed H&S Officers).

Customers

These are the subjects for whom the products and services provided by our company are designed
and made.

The attention that customers apply more and more consistently to the company’s constant
commitment to quality and social accountability is considered essential. These are values to which
the market attributes more and more importance.

The customer category includes both customers with which the Group has commercial relationships
(retailers), and end customers of the products manufactured by the companies of the Group.

Institutional entities and associations

This category includes all of the entities (ASL, INPS, INAIL, Labour Inspectorate, Municipality, Region,
ARPAT, Fire Service, Trade Union organisations, Credit institutes and other financing entities, Regional
councillor for equal opportunity) which, for various reasons, enter in contact with the G&P NET Group
and with which it is possible to develop profitable collaborative relationships as important subjects
interested in the growth - in their own area - of a company that is strongly orientated towards
technological and social development.

Full compliance with current legislation, the utmost transparency in management and procedural
terms, and willingness to collaborate are essential guidelines when it comes to company activities.

Certifying bodies

The G&P NET Group has chosen Rina Services S.p.A. to certify its social accountability system and
gender equality system.

By preparing its social accountability report, the G&P NET Group aims to put all stakeholders in the
position to assess the performance of the companies in the group, in terms of social aspects and in
the light of envisaged aims and activities.

Regarding the communication forms and principles - including ethical - of its management system,
the G&P NET group uses:

. websites;

. circulation of informative documents to customers and suppliers;

¢ email service;

. Communication plan on gender equality

and for communication to internal stakeholders:

¢ company noticeboards;

¢ suggestion boxes located in areas available to staff;

¢ meetings and appointments for infernal communication to staff;

. area and/or executive meetings (monthly meetings)

¢ Any ofher instruments that can be used to circulate social accountability principles.

6. Organisational structure
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The internal organisational structure of the G&P NET group has been defined and is illustrated
below.

()
PEUTEREY

PRESIDENT
Lusini Francesca

Directors

CEO
Bonacchi Tiziano

FINANCE&IT
Bonacchi T.

GENDER EQUALITY
GUIDANCE COMMITTEE
(vedi nomina)
Responsabile Sistema di
gestione - Peri F.

FACILITIES
Tognato M.

HR
Lusini F.

SOCIAL PERFORMANCE
TEAM SA8000 (vedi nomina)
Responsabile Sistema di
Gestione - Flore G.

SUSTAINABILITY
Tognato M.

l

CREATIVE

! }

SUPPLY
CHAIN
Fumagalli G.

WHOLESALE WHOCESACE WHOLESALE

EXP DEKKER

Soskic E. PEUTEREY Pavesi A.
Disperati L.

COMMUNICATION
RETAIL MARKETING & E- MERCHANDISING
Bonacchi T. COMMERCE Lusini F.
Castelli C.

PRODUCT

Tognato M.
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Regarding the appointments and responsibilities concerning health and safety and social
responsibility, the organisation charts are as follows

Safety organisation chart

EMPLOYER
DL

MEDICAL OFFICER -
MC

FIRST AID OFFICERS

PS

Managers
DIR

Employees
PREP

Workers
LAV

HEALTH AND
SAFETY OFFICER -
RSPP

FIRE OFFICERS
Al

Workers Health and
Safety
Representative
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Social Accountability Organisation chart
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7. The value of people

The G&P NET group has always focused on the strengths of a product of excellence and to achieve these
levels, it is aware that people are a value that needs protecting, because people bring in the experience
and expertise that are difficult to find on the marketplace. The work of the companies in the group is based
on values that are always placed at the very heart of its business activities.

7.1 Ban on child labour

GOALS FOR THE 2024-2025 PERIOD

- We aim to continue with the job of awareness raising when it comes to monitoring suppliers
against the use of child labour.

The G&P NET group is committed to never employing child or under-age workers.
In any case, the G&P NET Group drafted a specific procedure - P05 “Procedure against child labour”

- where it points out the interventions to be implemented in the event that any under-age workers are
found within the company or in the chain of suppliers and/or subcontractors.

It is in any case guaranteed by the companies in the G&P NET group that only people aged
18 and over will be employed, and to guarantee that if any erroneous employment procedures are
carried out or commenced which do not comply with the prerequisites and regulations concerning the
age of the employee, at the time of employment, the company requires a copy of an identity
document, in compliance with that stated in the European Regulations for Data Protection,
GDPR679/2016.

Our achievements

Resources and

2024-2025 Goal Indicators o Result
Responsibilities
Raising awareness Meetings with General 31-03-25 No critical
on the suppliers the auditors in Management supplier
evaluation charge of
process monitoring the
suppliers
network

The average age of staff is about 45 years. The following section sets out the composition of the
company organisation as at 31.03.25

Lavoratori per fasce di eta

u<18 =18-35 =36-50 =>50 Page 19 of 33
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As can be seen in the above table, the highest age range is between age 36 and 50; a physiological
increase in average age is the result of a low furnover rate within the company and the presence of
long-standing staff, who are integrated with orreplaced, from time to time, by younger new employees.

7.2 Ban on forced labour

GOALS FOR THE 2024-25 PERIOD

1. We work towards continued improvement regarding the relational aspects among employees and
we continuously monitor their satisfaction as well as managing any reports or notifications. During
2024, we carried out a specific assessment survey on specific harassment and violence issues in the
workplace. We arranged an ongoing staff awareness on these topics. We also administered an
employee satisfaction survey to all our staff.

2. Meetings with the Social Perfformance Team for the monitoring of the goals and the system.

The work carried out by all staff in the group companies is absolutely voluntary, and no one is the victim
of threats or other intimidation that force them in any way to provide their services.

The G&P NET group applies the regulations in force by law and by the relevant collective bargaining
agreements to all staff. Any form of unofficial work, illegal hiring or employment relationships in breach
of law is not tolerated.

At the start of employment, the units responsible will require the employee to submit the necessary
documents to meet routfine obligations (idenftify card, tax ID code, family status, foreigners’ permit of
stay, bank details, tax form, severance payment forms, application for family allowance payment, etc.)
and will keep only a single copy of each, in full compliance with the European Regulation 679:2016
(GDPR). Staff are in fact provided with a detailed policy statement on the purposes and method of
processing personal data.

The HR department, which manages staff with the support of the employment consultants hired, is
available at any time to provide information and explanations with regard to the working relationship,
fo wage statement and the collective bargaining agreements applied, and it makes it possible to
consult the contents directly.

Within the G&P NET group, all employees are fully aware of their own rights and duties; during all
recruitment stages, staff members are informed of their duties, contract type, classification and any
problems related to said duties. At the moment of employment, employees receive a signed copy of
their contract, are instructed in reading their wage statement document, and are informed as to how
to withdraw from the confract, as set down in the collective bargaining agreement applied.

There are no security guards or audiovisual systems inside the company to control employees, all of
whom are free to leave at the end of their working shift. The video surveillance system is installed in
compliance with legal requirements and for the sole purpose of guaranteeing security.

In compliance with that stated in current laws and contracts, we pay advances on severance
payments, where permitted and when these requests are formally submitted, but we never make cash
loans in order to “tie up” our employees.

Our achievements
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Resources and

2024-2025 Godal Indicators Result

Responsibilities

Increase Meetings with SA8000 Officer 31.03.25 During the 24-25
employee the SPT and period, the staff took a
awareness of fraining and specific Survey on
social awareness- violence and
accountability raising harassment at work,
meetings, and the employee

specific surveys

satisfaction was

on issues related
fo violence and
harassment at
work

monitored, according
fo the charts below

106 RISPOSTE SU 130 DIPENDENTI (ESTERO ESCLUSO) =
82%

Insoddisfacente
3%

Sufficiente
12%

Ottimo
45%

Buono
40%

Contesto lavorativo e relazioni Ottimo Buono Sufficiente  Insoddisfacente

Diffusione delle informazioni all'interno dell'organizzazione 31 53 21 |

Comunicazione degli obiettivi aziendali e dei risultati discussi nei monthly

meeting 57 33 4] 5

Chiarezza di ruoli, resp bilita, regole e ioni attribuite 38 40 23 5

Possibilita di crescita profi le (non legata ad aumento retributivo) 24 44 24 14 Contesto lavorativo e relazioni
Chiarezza delle procedure interne e del regolamento aziendale 49 38 18 |

Rapporto con il responsabile 73 27 1 Sufficiente Insoddisfacente
Rapporto con gli altri colleghi dell'area di appartenenza 69 33 | 3 10% 3%
Supporto nella risoluzione dei problemi legati alla propria attivita lavorativa 53 45 6 2

Condivisione dei processi decisionali all'interno del team di appartenenza 51 44 9 2 Ottinio
Efficienza nella programmazione delle attivita di lavoro e nel controllo da 47%
parte dei responsabili 45 46 I5

Capacita di conciliazione casa/lavoro 52 41 9 4

Orario di lavoro 75 23 6 28 B ono

Carico di lavoro 30 67 8 1 40%

Relazioni interpersonali e capacita di ascolto 55 45 4 2

Impegno dell'azienda nel contrasto a qualsiasi tipo di discriminazi 66 34 4 2

Equita nella distribuzione delle resp bilita 30 62 12 2

Criteri di valutazione del personale equi e trasparenti 32 47 22 3

Divulgazione di Policies su parita e rispetto 64 37 3 |
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Formazione e informazione Ottimo Buono Sufficiente Insoddisfacente
Formazione e informazione in materia di salute e sicurezza sul lavoro 6l 35 3
Formazione e informazione in ambito contrattuale, retribuzione, avanzamenti di livello e percorsi di crescita 23 45 29 3
Formazione e informazione in materia di SA8000 51 39 8
Formazione su parita di genere e Diversity&Inclusion 55 36 8
Formazione tecnica e aggiornamenti su mansioni lavorative 34 49 13 3
Formazione su Soft Skills 28 46 16 8

Formazione e informazione

Insoddisfacente
2%

Sufficiente
13%

Ottimo
43%

Buono
42%

Salute e sicurezza

commercio abbigliamento delegare meno sulle formazioni importanti

Logistica
Operation
prodotto

prodotto
prodotto
product dept

Retail

Ottimo

Procedure dilavoro in sicurezza e comunicazione informazioni per la gestione delle emergenze

Attrezzature di lavoro
Dispositivi di protezione individuali (ove previsti)
Servizi igienici e ambienti per pausa pranzo

Salute e sicurezza

Insoddisfacente

Sufficiente 4%
13%
Ottimo
43%
Buono
38%

AMMINISTRAZIONE
Laboratorio prototipi

Logistica
Operation
prodotto
prodotto
prodotto
prodotto
product dept

Retail

Retail

sales assistant
sales assistant
vendita

Avere pil possibilita di accedere a corsi di formazione mirati al proprio settore
Soft Skills?

BUONI PASTO

Desidererei ricevere maggior formazione tecnica e aggiornamenti per quanto
concerne il contesto lavorativo

Riunioni per informare dei cambiamenti

Inutile farci fare i corsi se poi le regole non vengono fatte rispettare da tutti

Sarebbe auspicabile che venissero previsti dei corsi di formazione per i settori di
lavoro di p e corsi di for anche sulle soft skills, che vanno
irrimediabilmente a influire sui rapporti interpersonali e sul buon svolgimento
dell'attivita lavorativa

Buono  Sufficiente Insoddisfacente
59 32 6 |
33 40 21 4
42 28 4 2
24 43 24 9

Sedie molto vecchie e tutte rotte
Migliorare la qualita di pulizia

Aumentare la soglia di prezzo utilizzabili per comprare le scarpe anti infortunistiche
Mancano zone Mensa per tutti, migliore pulizia nei bagni

Cl VORREBBE MAGGIORE PULIZIA

E' necessaria una maggiore pulizia degli ambienti lavorativi e igienici.

SCARSA PULIZIA

scarsa pulizia dei bagni e degli uffici

Buoni pasto

Dovrebbero essere previsti dispositivi di protezione schermo e sedie ad hoc per chi
lavora al pclavora al computer

Possibilita di scegliere calzature

Potenziare a fondo pulizie in magazzino

SCALE DEL MAGAZZINO PIU' SICURE
preferibile incrementare le pulizie infrasettimanali
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Ambiente di lavoro Ottimo Buono Sufficiente Insoddisfacente

llluminazione 41 40 14 5
Temperature 47 34 13 6
Idoneita postazione di lavoro (spazi ed ergonomia) 44 43 Il |
Microclima (caldo/freddo) 41 41 9 8

Ambiente di lavoro

Sufficiente Insoddisfacente
12% 5%

Ottimo
43%

Buono
40%

7.3 Freedom of association and right of collective bargaining

GOALS FOR THE 2024-2025 PERIOD
We will continue to raise employee awareness regarding employment contract subjects

The G&P NET group respects the rights of all employees to freely join frade unions and to collective
bargaining, in full compliance with the current regulations of the collective bargaining agreement and
the prevention of any form of discrimination fowards union members or representatives.

In the event union representatives are elected, they will not be subject fo any type of discrimination and
can communicate freely with employees in the workplace. Spaces are available within the company for
frade union notices, and to hold any union meetings, if required.

Our achievements
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Resources and

2024-25 Goal Indicators N Result
Responsibilities
Increased staff Training HR 31-03-25 During the 24-25
awareness of meetings/me period, individual
collective etings with meetings between
bargaining staff the staff and the HR
Department were
carried out.

7.4 Health and safety

GOALS FOR THE 2024-25 PERIOD
We are completing the work-stations ergonomics and sewing areas lighting upgrades.

We continue to pursue a policy of awareness raising among employees on correct health and safety
procedures in the workplace.

We are raising staff awareness re the completion of the accident report log concerning accidents and
near misses in the workplace.

We are committed to ensuring that work environments are healthy and safe.

Our group undertakes not only to meet the obligations set down in Lgs. Decree 81/08 and subsequent
amendments and integrations, but also fo implement confinuous projects to improve worker health
and safety.

During 2024 too, we worked with our consultants and Health and Safety Officer so that workplaces
continue to comply with health and hygiene conditions as required by law and ensuring that
employees have suitable environmental conditions o carry out their jobs.

Every year, we hold a regular meeting, attended by the RLS, MC and RSPP, analysing health reports by
the Medical Officer, comments from the RSPP and RLS, and developments in the improvement plan,
scheduling future aims.

The group ensures that accidents and professional ilinesses are identified and monitored in order to put
in place suitable corrective and improvement actions and to ensure information and basic fraining,
regularly and specifically tailored to the risks present.

There is also an accident log in order fo monitor actions and situations with a view to prevention of any
situations that may be a source of accidents.

During the last 3 years, there have been no accidents fo employees or any professional illnesses.

YEAR Accidents < 3 Accidents > 3
days days
2022 0 0
2023 0 0
2024-2025 0 0

The absence of accidents and occupational ilinesses is closely linked to prevention and awareness-
raising activities, to the organisation of training courses, and to the purchase and distribution of personall
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protective equipment delivered to employees.

The following summarises the safety training provided in 2024- 2025

Total hours
Type of training CElvEEe I Recipients
the 2024-2025
period
Worker safety State-Regions 82 Office staff
Agreement low risk
Warehouse work at height 8 blue-collar workers
RLS Training 16 Workers' safety representative
Employees 74 Area manager and department
supervisor

First aid 8 First aid staff
Executive Managers 6 Warehouse forklift driver
Total number of hours of training 194
held

Our achievements

Resources

2024-25 Goal Indicators and Result
Responsibili
ties
Worker training and Total hours of H&S 31-03-25 | The staff is trained on the
updates fraining Officer subject of health and safety
(see above)
Lack of accidents Index of H&S Officer 31-03-25 During the 24-25 period, O
and/or occupational frequency and accidents and 0
illnesses index of occupationalillnesses
severity of
accidents
7.5 Employees

The human element and the experience of our staff represent the strong points of our group and the
element that has allowed us to continue to grow throughout these years in business.

This is why, in our Group, we make best use of the individual and protect equal opportunities, starting with
the recruitment process to then continue along a personal growth path for each one, thanks to our
constant investments in training. Our policies contribute to creating an environment where each
employee will find an effective answer to their needs in terms of familiar management and mental
wellness. By renewing our gender equality certification, we continue to consolidate our Diversity & Inclusion
values.

7.6 Staff recruitment and turnover

Staff recruitment and management policies are defined based on principles and practices defined by
the General Management. As stated in the policies and procedures, staff recruitment is the task of relevant
officers and complies with company values, the ethical principles and all the applicable legal standards
at both national and European levels. The recruitment and management of staff are based exclusively on
skills- and merit-based criteria, and are applied in compliance with human rights, and condemning all
forms of discrimination.

By applying the principles and values of social accountability, the G&P NET Group now implements its own
recruitment policy for employees. In line with the principle of making best use of talents and skills and in
response to job applications or the need to manage staff turnover, first of all research is carried out through
external recruitment channels, such as advertisements on specialist websites, direct deposit or
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examination of the CV database.
Each new employee has an established recruitment path. At the end of the infegration process, an
assessment is made of the path, which normally coincides with the end of the trial period, as per contract.

7.7 Training and skills development

The G&P NET group implements staff development and training processes. Every year, the General
Management of the group, in conjunction with the responsible officers, carries out an analysis of fraining
requirements in various environments. Supervisors report on staff training needs, sharing them fo
Management.

This collected material is used to create and issue a training plan. The training plan implements training
paths aimed at confinued upgrades and accompanying changes of position or organisation. The plan
includes specific moments for the integration of new resources that, through specific paths and on-the-
job training, help and facilitate hand-overs. All in-house training courses regarding health and safety and
SA8000 are subject to assessment at the end of the event.

The following section sets out the training activities of the G&P NET Group during 2024-2025:

Type of training Total Total Total Recipients
number number number
of hours of hours of hours
delivered delivered delivered
2024-25 2023 2022
Social 25 34 32 Group staff
Accountability
(SA8000) and
Gender Equality
training
Project 192 0 176 Project supervisors
Management
English 520 0 108 Selected staff
Excel 514 340 0 Selected staff
Interpersonal 0 192 0 Selected staff
communication
Coaching 9.50 0 0 Selected staff
Cad Lectra 240 0 0
Circular  Economy 160 0 0 Selected staff
and Sustainability
Principles
English -  Public 80 0 0 Selected staff
Speaking
Import/Export 40 0 0 Selected staff
Leadership 100 0 0 Selected staff
Negotiation & 140 0 0 Selected staff
Conflict
Management
Problem Solving & 240 0 0 Selected staff
Decision Making
Social Media 48 0 0 Selected staff
Marketing & Digital
Brand Identity
Personal 16 0 0 Selected staff
Development &
Leadership
Time Management 80 0 0 Selected staff
& Work Planning
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Type of training Total Total Total Recipients
number number number
of hours of hours of hours
delivered delivered delivered
2024-25 2023 2022
PLM and Operating 80 0 0 Selected staff
Efficiency
Lean Six Sigma 50 0 0 Selected staff

7.8 Collaborator well-being
Our company regularly monitors the satisfaction of its staff with climate surveys that evaluate every
aspect, including relational, and to intervene with improvement actions.

Our priority objective as part of employment relations is fo combat any type of discrimination.

7.9 Non-discrimination approach

GOALS FOR THE 2024-25 PERIOD
- Maintenance of existing non-discrimination situation
- Regular monitoring of employee satisfaction, including through questionnaires
- Focus on gender equality with specific details

We combat all types of discrimination and unfair treatment of staff, during the employment process, for
remuneration, access to fraining, promotions, termination of employment, or retirement, and based on
ethnicity, regional or social origin, nationality, religion, disability, gender, sexual preferences, family
responsibility, frade union membership, political opinions and age, or any other condition that could
lead to discrimination.
To be able to guarantee that no discrimination has taken place, we undertake to:

o select employees considering objective elements such as experience, skill, professionalism,

and education, all with regard to the position to be filled;

e pay asalary to each employee, based on their duties and in compliance with the collective
bargaining agreement;
e promote employees based on the ability of the individual and the organisational needs of

the company;

e achieve training for all, according to organisational and development needs, the individual’s
possibility fo participate, and professional growth opportunities for employees;
o retire employees based on current regulations;
e carry outf dismissals in the cases envisaged by law and under no circumstances for
discriminatory reasons.

For the purpose of preventing any type of discrimination during work, we have prepared an
anonymous mechanism for complaints (comments box) which allows workers to report any
discrimination suffered and the company to put in place all of the necessary measures to avoid a
repeat of the event. At the moment, this fool has never been used by workers.
The table below states the roles covered within our organisation. There is an equal division between

male and female staff

Levels according to gender

Level 2022 2023 Year 2024-25
men women men women men women
Executive 0 0 1 1 0
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Managers
Middle 9 2 9 2 9 2
Manage
ment
Office 19 46 29 72 30 77
staff
Blue-collar 2 8 3 8 3 8
workers
Consultan 5 4 4 4 3 4
fs

Composition of the workforce, according to contractual type

Contract type Year 2022-23 Year 2023-24 Year 2024-25

men women men women men women

Permanent 38 79 39 78 39 77
Temporary 3 4 4 8 4 8
Office staff 37 76 38 80 39 78
Blue-collar 3 7 4 7 3 8
workers
Apprenticeship 0 0 1 0 0 17
Part time 7 16 6 16 5 16
(permanent)
Part time 0 2 0 0 0 1
(temporary)
Employment 2 2 0 0 0 1
services
Internships 0 1 1 2 0 1
On-demand 0 0 0 0 0 0
contracts
Other forms of 0 0 0 0 0 0
collaboration

Our achievements

2024-25 Goal

Indicators

Resources
and

Responsibilitie

Result

Maintenance of

S

certification

existing situation Number of SA8000 workers No report from staff
of absence of complaints/re | representative 31-03-25
discrimination ports
Monitoring gender UNI Pdr 125:22 Gender equality Uni Pdr 125 certification
equality values reference management 31-03-25 obtained
practice system manager
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7.10 Disciplinary practices

GOALS FOR THE 2024-25 PERIOD
- Continued regular monitoring of disciplinary action
- Continued awareness raising for staff on the correct conduct for the workplace.

Social Accountability Report

Year 2024-2025

We have always fought against any type of personal coercion, including verbal pressure, and we
consider dialogue and a constructive approach to be essential in solving problems, in line with our
company ethics and culture.
To actin terms of prevention within this environment, we have issued company regulations pursuant to
collective bargaining agreements and to Art. 7 of the Workers' Charter.
Company regulations are signed by employees at the time of their employment, in order to share the
workers' rights and obligations, defining the company regulations af the same time.

During the last three-year period, NO disciplinary sanctions were applied to employees.

Sanctions 2022-23 2023-24 2024-25
Written warnings 0 0 0
Fines 0 0 0
Suspension 0 0 0
Dismissal 0 0 0

Our achievements

2024-25 Godal

Indicators

Resources
and

Responsibilitie
S

Result

Raising
awareness and
information to
staff on the
correct conduct
tfo mainfain in
the workplace

Constant
monitoring of
disciplinary
sanctions

Workers
SA8000
representative
and General
Management

31-03-25

During the 2024-
2025 period,
monthly meetings
were held with the
area managers,
followed by
awareness-raising
interventions of their
own staff.

7.11 Working hours and remuneration

GOALS FOR THE 2024-25 PERIOD
- More information and training for workers on the composition of their wage statement

The Group abides strictly by that set by law and the national collective bargaining agreement regarding
work hours and payment, and workers have been duly informed on work hours and conditions of

confract.

In correspondence with periods of peak production, workers can also work overtime, for which they
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are duly paid. In any case, the group guarantees that overtime will not exceed that agreed in collective
bargaining.

Any changes to the distribution of hours over the course of a week are to be agreed with employees,
as is the planning of holiday periods, paid leave and other leave.

Paid holidays are agreed between the employer and employee, taking the needs of both info
account. Company regulations explicitly state the procedure to follow to request holidays and paid
leave.

Year of reference Total no. hours overtime US| X2, Yot
worked

2022 423 121,756

2023 1,404 183,175

2024-25 1,864 200,583

Our achievements

Resources

and Result

2024-25 Godal Indicators

Responsibilitie
S

To monitor Not to exceed General To monitor the use of
the use of the legal limits Managem 31-03-25 overtime. Overtime s
overtime envisaged in ent done only on a very
the collective occasional basis.
bargaining
agreement of
reference

Our group applies the relevant collective bargaining agreement regulations to all employees,
guaranteeing fair and decent remuneration according to their skills and pay grade.

Contractual formats mainly used in the company are permanent, temporary full-time agreements.
Every day we are committed to ensuring our employees have all of the guarantees necessary for family
allowances, deductions and other forms of integration to minimum income, as established in national
collective bargaining agreements, ensuring, in case of need, that advances and loans are provided to
employees. We are also available to staff, through the HR office or directly to the employment
consultant, to provide any clarifications needed regarding their wage statement.

We inform each employee, at the time of delivering the wage statement, of all of the main elements
included, in order to guarantee the correct understanding of the document.

Our achievements

Resources and

2024-25 Goal Indicators s Result
Responsibilities
Prompt monitoring | Compliance with HR Continued
of grade and that stated in the Director 31-03-25 monitoring of
duties allocated to applicable personal data
staff collective
bargaining
agreement
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8 Communication is key to sharing

Internal communication, if it is frue that communication is not what we say but what others understand, is
a discipline that has become an essential means to ensure all employees are in line with the principles,
values and objectives.

We are working to boost botftom up and top down communication with regular meetings with
employment representatives, thanks also to the establishment of the Social Performance Team, a body
formed following SA8000 certification, and which is an important driver for comparison, exchange and
carry over to Management of problems and suggestions from staff.

Specifically, following the employee satisfaction survey, it emerged that it was necessary to improve
communication with staff.

For this purpose, regular meetings were set up with managers of the sector during the “monthly meetings”
where aspects pertaining to the internal communication are analysed, and those responsible are
motivated in the important role of coordinating and involving staff. The group’s aim is to consolidate the
role of the company's area/sector managers and to boost maximum internal involvement.
Anotherimportant aspect is represented by outside communication with our stakeholders. We are working
to revise the company website to publish information and communication about our commitment to
social accountability.

9. Complete management to guarantee social accountability

9.1 Supply chain control
Supplier selection and the management of the supply chain are important steps in the application of
social accountability processes. Since our Group obtained the SA8000 Certification, we shared our
commitment to compliance with social accountability principles with our suppliers, using a request for
information and the completion of a self-assessment questionnaire and signature of the social
accountability code, as well as undertakings to comply with our values.
Supplier reliability is an essential point to be kept under control; wanting to make the most of sustainability
in relationships with suppliers, we have drawn up a selection procedure considering the parameters for
sustainability and social accountability, and we have created a team of second-party auditors to carry
out audits at our most critical suppliers.
During implementation of the social accountability management system SA8000:2014, our company has
carried out careful assessments of the potential risks in all supplier categories, followed by assessments of
individual suppliers, acquiring information and self-cerfification for compliance with the envisaged
requirements.
The following diagram shows the main supplier categories and the relevant critical nature with regard to
social accountability aspects

Supply category Potential risk index
Outerwear manufacturers High
Manufacturers of commercialised goods High
Logistics Medium
Raw materials and accessories Medium
Employment agencies High
Maintenance of infrastructures, systems and machinery Medium
Suppliers of equipment and machinery Medium
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10. Commitment to advanced certification standards

In line with the strategic decision to develop a management system that ensures total control of all the
aspects linked to its company processes and contributes to their consolidation, during 2021, our company
obtained SA8000:2014 cerfification.

SA8000:2014 certification
The G&P NET Group holds certification A8000, in full compliance with regional, national and international
laws and standards on human rights, as well as the regulation that includes:

e Risk assessment extended to all standard requirements, identifying the aspects that have the
highest risks of breaching said requirements and/or to the expiry of performances of social
accountability, also integrated with SAl Guidelines on risk assessment concerning the
healthcare emergency.

¢ A company organisation chart, complete with job description for all positions in the group and
including the allocation of roles and responsibilities.

e Social accountability policy

e The procedures drawn up for the purposes of providing detailed descriptions of the methods
used to carry out activities that need to be performed for compliance with the SA 8000

e Company regulations

e Therecords to provide evidence that the system is being correctly managed (non-compliance,
corrective actions, SA8000 reports, supplier monitoring plans, etc.).

Social Accountability Policy

The Management has drawn up a document containing the Social Accountability Policy to ensure that
its desire to make products that guarantee customer satisfaction and economic results for the
company, but in compliance with the requirements of the SA8000 standard as well as with collective
well-being.

The social accountability policy has been circulated to workers and to all stakeholders, and is available
by clicking the link and accessing the company website.

SA8000 representatives

During the initial stage of project development, the General Management appointed the HR manager
as responsible for the management system, while staff appointed a workers' representative for SA8000,
elected by workers' votes, with the commitment to interface with the management in terms of
guestions inherent to Social Accountability.

The team includes a balanced representation of management members and workers’ representatives
for SA8000 (RLSA8000 and RLS).

Planning and implementation

In drawing up and/or updating the documents, taking intfo account all of the legal prescriptions existing
and applicable to our organisation; in the rare cases in which two legal prescriptions deal with the same
issue and provides different provisions for each one, we have always considered the more restrictive
one for our company as well as those most in favour of the workforce.

The Social Performance Team will also complete the following activities:

e Preparation of risk assessments in the various points of the regulation;
e Hold regular meetings between staff and representatives;

e To boost the performance of audits, checking the results and promoting any requests for corrective
actions or improvements.

Internal and external audits

As part of the Social Accountability System, internal audits and monitoring activities were all carried out
during 2023 to examine the suitability of activities to the SA8000 standard, for the purpose of ensuring
the system'’s suitability.

The SPT will take charge of efficient monitoring of activities in the workplace; this is fo monitor
compliance with standards and the implementation of planned actions, to deal with risk areas
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identified by the SPT and the effectiveness of the measures implemented to satisfy company
organisation policies and standard requirements.

Internal audits were performed by our consultant, Valentina Poli, to assess compliance with SA8000
during the 2024-25 period.

During the audits, some elements emerged (recommendations for the purpose of improvements, in
house) regarding health and safety, on the subject of staff management. The group prompftly took on
board these findings, opening the relevant corrective actions.

Staff training

Through fraining and information, we continued to involve staff on the requirements of the SA8000
standard, and the objectives and policies of the Social Accountability Management System.

Those responsible have been working alongside specialist technicians who have provided them with
information and ideas for the implementation of the system.

Allemployees have been able to attend specific fraining sessions, with the aim of boosting participation
and sharing in social accountability aims.

A detailed training plan for all staff was issued for 2024-2025.

Re-assessment of management and outside communication.

The Management, in conjunction with the Representative for the Social Accountability System
Management, will re-examine the Management system at least once a year, to check its suitability and
appropriateness, as well as the continuing efficiency of company policy, procedures and results, in
compliance with the requirements of the standards and other requisites undertaken by the company.
To facilitate this re-assessment, a series of indicators has been defined. These are significant and major
factors that can highlight the achievement of set targets as well as to define further goals.

The positions and interests of workers are protected by the SA8000 representative, who plays a precious
role of mediation between the needs of workers and those of company management.

The Representative undertakes to inform interested parties of the company regarding the Social
Accountability Policy and the SA8000 Report. For this purpose, the companies have chosen the
corporate website to communicate with all interested parties and specifically, with customers, suppliers
and public administrations.

Problems and corrective actions
The G&P NET group has established a written procedure to deal with complaints and reports involving
the management of non-conformities, using a system to collect and manage complaints and allow
workers and other parties concerned to point out situations that do not conform to SA8000.
Workers have been informed of the possibility to forward complaints in different manners:

e Anonymously, using the suggestion box;

e Through the SA8000 representative;

e Directly fo Management;

e Directly fo the certification body.
The Group does not make use of disciplinary actions or dismissal, and not does it discriminate against
employees or stakeholders who have provided information on SA8000 compliance or who have made
complaints on the workplace.

Access to checks and entries

The G&P NET group is available to provide information and allow access to stakeholders to check
fulfiment of SA8000 requirements.

The HR department is able to illustrate the operation of the system to stakeholders and to provide visits
fo the production plant. The group has asked its suppliers to provide the same information and the
possibility to access facilities.

To date, we have not received any request from stakeholders to access facilities and check
compliance to SA8000 requirements; nor have we received explicit requirements from our customers
with regard to SA8000 participation.
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