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1.0 Popis
Smernica o ochrane pred diskriminaciou plati v spoloCnosti Hyundai Transys Slovakia,
s.r.o, Bratislavska cesta 119, 010 01 Zilina a je zavazna pre v3etkych zamestnancov
od 01.01.2023.

2.0 Ugel
Postup uréuje podmienky pre uplatfhovanie zasady rovnakého zaobchadzania
a predchadzania diskriminacie pre vSetkych zamestnancov spoloénosti Hyundai
Transys Slovakia, s.r.o. podfa zakona €. ¢. 365/2004 Z.z. o rovhakom zaobchadzani v
niektorych oblastiach a o ochrane pred diskriminaciou a 0 zmene a doplneni niektorych
zakonov (antidiskriminacny zakon) v zneni neskorSich predpisov, dalej len ,zakon &.
365/2004 Z.z. a zakona €. 311/2001 Z.z. Zakonnika prace v zneni neskorSich
predpisov.

3.0 Definicie pojmov
HR — oddelenie fudskych zdrojov
HTSK — Hyundai Transys Slovakia, s.r.o.

4.0 Zasadarovnakého zaobchadzania
Zamestnavatel je v pracovnopravnych vztahoch povinny zaobchadzat so
zamestnancami v sulade so zasadou rovnakého zaobchadzania ustanovenou pre
oblast pracovnopravnych vztahov osobithym zakonom - zakon €. 365/2004 Z.z. a
zakonom €. 311/2001 Z.z., Zakonnika prace
Dodrziavanie zasady rovnakého zaobchadzania spo€iva v zakaze diskriminacie z
dbvodu pohlavia, nabozenského vyznania alebo viery, rasy, prislusnosti k narodnosti
alebo etnickej skupine, zdravotného postihnutia, veku, sexualnej orientacie,
manzelského stavu a rodinného stavu, farby pleti, jazyka, politického alebo iného
zmyS$lania, narodného alebo socialneho pévodu, majetku, rodu, alebo iného
postavenia.
Pri dodrziavani zasady rovnakého zaobchadzania je potrebné prihliadat aj na dobré
mravy na ucely rozSirenia ochrany pred diskriminaciou.

4.1 Zakladné ustanovenia

Formy diskriminacie:

1. Priama diskriminacia - je konanie alebo opomenutie, pri ktorom sa s osobou
zaobchadza menej priaznivo, ako sa zaobchadza, zaobchadzalo alebo by sa malo
zaobchadzat’ s inou osobou v porovnatelnej situacii.

2. Nepriama diskriminacia — je navonok neutralny predpis, rozhodnutie, pokyn alebo

prax, ktoré znevyhodfuju osobu v porovnani s inou osobou; nepriama diskriminacia
nie je, ak takyto predpis, rozhodnutie, pokyn alebo prax su objektivhe odévodnené
sledovanim opravneného zaujmu a suU primerané a nevyhnutné na dosiahnutie
takého zaujmu.
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. Obt'azovanie — je také spravanie, v dbésledku ktorého dochadza alebo méze djst k
vytvaraniu  zastraSujuceho, nepriatelského, zahanbujuceho, ponizujuceho,
potupujuceho, zneuctujuceho alebo urazajuceho prostredia a ktorého umyslom alebo
nasledkom je alebo mbze byt zasah do slobody alebo ludskej déstojnosti.

. Sexudlne obt'azovanie — je verbalne, neverbalne alebo fyzické spravanie sexualnej
povahy, ktorého umyslom alebo nasledkom je alebo mézZe byt naruSenie ddstojnosti
osoby a ktoré vytvara zastraSujuce, ponizujuce, zneuctujuce, nepriatel'ské alebo
urazlivé prostredie.

. Neopravneny postih - je také konanie alebo opomenutie, ktoré je pre osobu, ktorej
sa tyka, nepriaznivé a priamo suvisi:

» s domahanim sa pravnej ochrany pred diskriminaciou vo svojom mene alebo v
mene inej osoby,

» s podanim svedeckej vypovede, vysvetlenia alebo suvisi s inou uc€astou tejto
osoby v konani vo veciach suvisiacich s porusenim zasady rovnakého
zaobchadzania,

» so staznostou namietajucou porudenie zasady rovnakého zaobchadzania.

. Pokyn na diskriminaciu je konanie, ktoré spociva v zneuziti podriadenosti osoby na
ucel diskriminacie tretej osoby.

. Nabadanie na diskriminaciu je presvied€anie, utvrdzovanie alebo podnecovanie
osoby na diskriminaciu tretej osoby.

Za diskriminaciu z dovodu:

» pohlavia sa povaZuje aj diskriminacia z dovodu tehotenstva alebo materstva, ako
aj diskriminacia z dévodu pohlavnej alebo rodovej identifikacie,

» rasového poévodu, narodnostného alebo etnického pévodu sa povazuje aj
diskriminacia z dévodu vztahu k osobe urcitého rasového pdvodu, narodnostného
alebo etnického pévodu,

» naboZenského vyznania alebo viery sa povazuje aj diskriminacia z dévodu vztahu
k osobe urcitého naboZenského vyznania alebo viery a aj vztahu a aj diskriminacia
fyzickej osoby bez naboZzenského vyznania,

» zdravotného postihnutia sa povaZzuje aj diskriminacia z dévodu predchadzajuceho
zdravotného postihnutia alebo diskriminacia osoby, u ktorej by na zaklade
vonkajSich priznakov bolo mozZné predpokladat, Ze je osoba so zdravotnym
postihnutim.

. Negativhe vymedzenie diskriminacie: za diskriminané sa nepovazuje konanie
podla § 4 antidiskriminacného zakona.

Zasady obsadzovania pracovnych miest

Zamestnavatel nesmie robit’ Ziadne rozdiely medzi prihlasenymi uchadzacmi o pracu s
vynimkou, ked sa na vykon prace vyzaduje zdravotna alebo psychicka sposobilost na
pracu, pripadne iny predpoklad podla osobitného zakona. Takymito zakonmi su zakon
€. 552/2003 Z.z. o vykone prace vo verejnom zaujme, zakon €. 317/2009 Z.z. o
pedagogickych zamestnancoch a odbornych zamestnancoch a o z mene a doplneni
niektorych zakonov, ktoré vyzaduju ako predpoklad pre vykon prace bezuhonnost
preukazanu vypisom alebo odpisom z registra trestov.

V Case predzmluvnych vztahov zamestnavatel nesmie porusit zasadu rovnakého
zaobchadzania, nesmie vyZadovat informacie o tehotenstve, rodinnych pomeroch, o
bezuhonnosti s vy38Sie uvedenou vynimkou, o politickej, odborovej a naboZenskej
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prislugnosti. Ziadosti zamestnavatela o predloZenie pracovného posudku a potvrdenia
o predchadzajucom zamestnani sa uvedeny zakaz netyka.

Ak sa zamestnavatel pri vzniku pracovného pomeru dopusti diskriminacie, ma
uchadzaé o zamestnanie pravo podat namietku.

6.0 Zasada rovnakého zaobchadzania v pracovnopravnom vzt'ahu

V sulade so zasadou rovnakého zaobchadzania sa zakazuje diskriminacia aj z
dbévodu manzelského stavu a rodinného stavu, farby pleti, jazyka, politického alebo
iného zmyslania, odborovej Cinnosti, narodného alebo socialneho pdévodu, majetku,
rodu alebo iného postavenia.

Vykon prav a povinnosti vyplyvajucich z pracovnopravnych vztahoch musi byt v
sulade s dobrymi mravmi. Nikto nesmie tieto prava a povinnosti zneuZivat na $kodu
druhého ucastnika pracovnopravneho vztahu alebo spolupracovnikov. Nikto nesmie
byt na pracovisku v suvislosti s vykonom pracovnopravnych vztahoch
prenasledovany ani inak postihovany za to, ze poda na iného zamestnanca alebo
zamestnavatela staznost, Zalobu alebo navrh na zacatie trestného stihania.
Zamestnanec, ktory sa domnieva, Ze jeho prava alebo pravom chranené zaujmy boli
dotknuté nedodrzanim zasady rovnakého zaobchadzania podfla zakona €. 365/2004
Z.z. a § 13 ods. 3 a 4 Zakonnika prace, ma pravo podat staznost. Zamestnavatel je
povinny na staznost zamestnanca bez zbytocného odkladu odpovedat, vykonat
napravu, upustit od takého konania a odstranit’ jeho nasledky.

Zamestnanec, ktory sa domnieva, Ze jeho prava a pravom chranené zaujmy boli
dotknuté nedodrzanim zasady rovnakého zaobchadzania alebo nedodrZzanim
podmienok sa mdze obratit na sud a domahat sa pravnej ochrany ustanovenej
osobitnym zakonom o rovnakom zaobchadzani v niektorych oblastiach a o ochrane
pred diskriminaciou, resp. domahat’ sa napravy mimosudnou cestou prostrednictvom
mediacie podla osobitného pravneho predpisu.

Zamestnavatel méze o zamestnancovi zhromazdovat len tie osobné udaje, ktoré
suvisia s vykonom prace, s kvalifikaciou a profesionalnymi skusenostami a udaje,
ktoré mézu byt vyznamné z hladiska prace, ktoru ma zamestnanec vykonavat,
vykonava alebo vykonaval. Zamestnavatel nesmie bez vaznych dbvodov
spocivajucich v osobitnej povahe svojich &innosti narisat’ sukromie zamestnanca na
pracovisku tym, ze ho sleduje, bez toho aby bol na to upozorneny, alebo kontroluje
listové zasielky adresované zamestnhancovi ako sukromnej osobe. Ak je u
zamestnavatela zavedeny kontrolny mechanizmus, je zamestnavatel povinny
informovat’ zamestnanca o rozsahu kontroly a spésoboch jej uskutoéiovania, a to
prostrednictvom webového sidla, zamestnavatela, resp. pisomne listom
nadriadeného veduceho zamestnanca alebo Ustne na porade zamestnancov.

Statutarny organ zamestnavatela je povinny:
a)prijimat opatrenia na ochranu pred diskriminaciou z doévodu pohlavia,
nabozenského vyznania alebo viery, rasového pdévodu, narodnostného alebo
etnického pdvodu, zdravotného postihnutia, veku alebo sexualnej orientacie v
pracovnopravnych vztahoch, obdobnych pravnych vztahoch a v pravnych
vztahoch s nimi suvisiacich
b)uplatfiovat zasadu rovnakého zaobchadzania v oblastiach:
pristupu k zamestnaniu, povolaniu a inej zarobkovej €innosti,
vykonu zamestnania a podmienok vykonu prace v zamestnani vratane
odmeriovania,
funkéného postupu v zamestnani a prepustania,
pristupu k odbornému vzdelavaniu a dalSiemu odbornému vzdelavaniu,
Clenstva a pOsobenia v organizacii zamestnancov, organizacii
zamestnavatelov a v organizaciach zdruzujucich osoby urcitych profesii,

VVV VYV
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7.0

vratane poskytovania vyhod, ktoré tieto organizacie svojim ¢&lenom
poskytuju,
» reSpektovat prava podriadenych.

VSetci zamestnanci zamestnavatela maju pravo na:

a) vyjadrovanie a predkladanie svojich navrhov k pripravovanym rozhodnutiam
zamestnavatela, ktoré mdzu ovplyvnit ich postavenie v pracovnopravnych
vztahoch,

b) pravo na rovnaké zaobchadzanie, ak ide o pristup k zamestnaniu,
odmefovaniu a pracovny postup, odborné vzdelavanie a o pracovné
podmienky,

C) Zeny maju pravo na pracovné podmienky umoziujuce im ucast na praci s
ohfadom na ich fyziologické predpoklady a s ohfadom na ich spoloCensku
funkcie v materstve, Zeny aj muzi maju pravo na pracovné podmienky
umoziujuce im ucast na praci s ohfadom na ich rodinné povinnosti pri
vychove deti a starostlivosti o ne,

d) zamestnanci maju pravo na kolektivne vyjednavanie,

e) zamestnanci maju pravo podavat navrhy, oznamenia, staznosti, podnety na
odstranenie nedostatkov a pod.

Kazdy zamestnanec je povinny zdrZat sa konania, ktorym:

a) obtazuje (vratane sexualneho obtazovania) spolupracovnikov, nadriadenych
alebo podriadenych zamestnancov, ktoré osoba méze odévodnene povazovat
za neprijemné, nevhodné alebo urazlivé a ktorého umyslom alebo nasledkom
je alebo méze byt znizenie ddstojnosti znizenie dostojnosti tejto osoby alebo
vytvorenie nepriatelského , ponizujuceho alebo zastrasujuceho prostredia,
alebo ktorého strpenie mbéze pokladat za podmienku rozhodnutia alebo vykon
prav a povinnosti vyplyvajucich z pravnych vztahov,

b) sa dopusta priamej alebo nepriamej diskriminacie,

c) da pokyn na diskriminaciu spoc€ivajuci v zneuziti podriadenosti zamestnanca
na ucel diskriminacie dalSieho zamestnanca,

d) nabada na diskriminaciu spocivajucu v konani alebo opomenuti, ktoré je pre
zamestnanca, ktorého sa tyka, nepriaznivé a priamo suvisi s - domahanim sa
pravnej ochrany pred diskriminaciou vo svojom mene alebo v mene inej osoby
alebo - s podanim svedeckej vypovede, vysvetlenia alebo suvisi s inou
ucCastou tejto osoby v konani vo veciach poruSenia zasady rovnhakého
zaobchadzania.

Podavanie st’aznosti, pravna ochrana vo veciach suvisiacich s porusenim
zasady rovnakého zaobchadzania

Zamestnanec ma pravo podat zamestnavatelovi staznost’ v suvislosti s poruSenim
zasady rovnakého zaobchadzania a nedodrzanim podmienok podla § 13 ods. 3 a 4
Zakonnika prace, pricom zamestnavatel je povinny na staznost zamestnanca bez
zbytoéného odkladu odpovedat, vykonat napravu, upustit od takého konania a
odstranit jeho nasledky.

Staznost mdzu podavat zamestnanci priamo zamestnancom HR oddelenia (Priloha
€. 1), ktori tuto staznost' postupia konatelovi spolo¢nosti a spolupracuju pri jej rieSeni.
Ak sa tyka staznost konatela spolo¢nosti, zasiela ju zamestnanec na Slovenské
narodné stredisko pre fudskeé prava alebo na Indpektorat prace. Zamestnancovi, ktory
podal staznost, musi byt potvrdené doruCenie staznosti a oznameny vysledok
preSetrenia staznosti.
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Zodpovedné oddelenie vedie evidednciu prijatych podnetov podfa Prilohy &. 2 tejto
smernice.

Zamestnanec sa mbze domahat svojich prav na sude, ak sa domnieva, ze je alebo
bol dotknuty na svojich pravach, pravom chranenych zaujmoch alebo slobodach
nedodrzanim zasady rovnakého zaobchadzania. Méze sa domahat, aby ten, kto
nedodrzal zasadu rovnakého zaobchadzania , upustil od svojho konania, ak je to
mozné, napravil protipravny stav alebo poskytol primerané zadostucinenie.
Zamestnanec ma pravo na ochranu svojich prav aj mimosudnou cestou
prostrednictvom mediacie (zakon &. 420/2004 Z.z. o mediacii).

Zamestnanec nemOZzZe byt v praci prenasledovany ani inak postihovany za to, Ze
poda na iného zamestnanca alebo zamestnavatela staznost, Zalobu alebo navrh na
zacatie trestného stihania.
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Priloha ¢. 1

Evidencia prijatych podnetov podla zakona 365/2004 Z.z. o rovhakom zaobchadzani v niektorych
oblastiach a o ochrane pred diskriminaciou a o zmene a doplneni niektorych zakonov

(antidiskriminacny zakon)

Meno a Priezvisko

Datum prijatia Sposob prijatia Prijal
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Priloha ¢. 2

EVIDENCIA PRE UPLATNOVANIE ZASADY ROVNAKEHO ZAOBCHADZANIA A
PREDCHADZANIA DISKRIMINACIE
v sulade so zakonom €. 365/2004 Z. z. o rovnakom zaobchadzani a o ochrane pred
diskriminaciou a o zmene a doplneni niektorych zakonov (antidiskriminacny zakon) v zneni
neskorsich predpisov a zakona €. 311/2001 Z .z. Zakonnik prace

ZAMESTNANEC

Oddelenie:

Titul:

Meno a Priezvisko:

ID &islo:

ZAMESTNAVATEL

Datum dorudenia:

Meno a priezvisko:

POPIS
DISKRIMINACNEHO
KONANIA|

OSOBY
ZODPOVEDNE ZA
DISKRIMINACNE
KONANIE

POPIS NAPRAVY
KONANIA|

Meno a Priezvisko

Titul

Oddelenie

Podpis

Zamestnanec:

Za Zamestnavatela:
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1.0 Description

2.0

3.0

4.0

The Guideline on Protection against Discrimination applies at Hyundai Transys
Slovakia, s.r.o, Bratislavska cesta 119, 010 01 Zilina and is binding for all employees
from 01.01.2023.

Purpose

The procedure determines the conditions for the application of the principle of equal
treatment and prevention of discrimination for all employees of Hyundai Transys
Slovakia, s.r.0. according to Act No. 365/2004 Coll.Act on Equal Treatment in Certain
Areas and on Protection against Discrimination and on Amendments to Certain Acts
(Anti-Discrimination Act), as amended, hereinafter referred to as "Act No. 365/2004
Coll. and Act No. 311/2001 Coll. of the Labour Code, as amended.

Definitions

HR — Human Resources Department
HTSK — Hyundai Transys Slovakia, s.r.o.

Principle of equal treatment

In employment relationships, the employer is obliged to treat employees in accordance
with the principle of equal treatment established for the area of employment relations
by a special act - Act No. 365/2004 Coll. and Act No. 311/2001 Coll., the Labour Code

Compliance with the principle of equal treatment consists in the prohibition of
discrimination on the basis of sex, religion or belief, race, membership of a national or
ethnic group, disability, age, sexual orientation, marital status and family status, skin
colour, language, political or other opinion, national or social origin, property, birth or
other status.

While respecting the principle of equal treatment, it is also necessary to take into
account good morals in order to extend protection against discrimination.

4.1 Basic provisions

Forms of discrimination:

2. Direct discrimination - is an act or omission in which a person is treated less

favourbbly than another person is treated, has been or should be treated in a
comparable situation.

3. Indirect discrimination — is an outwardly neutral regulation, decision, instruction or
practice that puts a person at a disadvantage compared to another person; it is not an
indirect discrimination if such a regulation, decision, instruction or practice is
objectively justified by the pursuit of a legitimate interest and is proportionate and
necessary to achieve such an interest.
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4. Harassment — is such behaviour as a result of which an intimidating, hostile,
embarrassing, humiliating, dishonoring or insulting environment occurs or may occur,
and the intention or effect of which is or may be an interference with freedom or
human dignity.

5. Sexual harassment — is verbal, non-verbal or physical behaviour of a sexual nature,
the intention or consequence of which is or may be a violation of the dignity of a
person and which creates an intimidating, humiliating, disrespectful, hostile or
offensive environment.

6. Unjustified penalty - is an act or omission that is unfavourable to the person to
whom it relates and is directly related to:

» seeking legal protection against discrimination on their own behalf or on behalf of
another person;

» the submission of witness testimony, explanations or other participation of that
person in proceedings, in matters relating to the breach of the principle of equal
treatment;

» a complaint alleging a violation of the principle of equal treatment.

7. An instruction to discrimination is an act that consists of abusing a person's
subordination for the purpose of discrimination of a third party.

8. Incitement to discrimination is the persuasion, affirmation or inducement of a
person to discriminate against a third party.

9. For discrimination due to:

» The sex—relation,it refers to the discrimination because of pregnancy or maternity,
as well as discrimination on the basis of sex or gender identification;

» The race, national or ethnic origin, the discrimination on the basis of a relationship
with a person of a certain racial origin, national or ethnic origin is also considered;

» religion or belief, discrimination on the basis of a relationship with a person of a
certain religion or belief and also a relationship, as well as discrimination against a
natural person without a religious denomination,

» a disability is also considered discrimination due to a previous disability or
discrimination against a person who, based on external symptoms, could be
assumed to be a person with a disability.

10. Negative definition of discrimination: conduct under Section 4 of the Anti-
Discrimination Act is not considered discriminatory.

5.0 Principles for filling vacant jobs

The employer may not make any distinctions between registered job seekers, except
when medical or mental fitness for work is required for the performance of work, or
another prerequisite according to a special law. Such acts are Act No. 552/2003 Coll.
on the Performance of Work in the Public Interest, Act No. 317/2009 Coll. on
Pedagogical Employees and Professional Employees and on the Name and
Amendments to Certain Acts, which require as a prerequisite for the performance of
work the integrity proven by an extract or an excerpt from the criminal record.

At the time of pre-contractual relations, the employer must not violate the principle of
equal treatment, must not require information on pregnancy, family circumstances,
integrity with the above-mentioned exception, political, trade union and religious
affiliation. An employer's request for the submission of a work report and a certificate of
previous employment is not covered by that prohibition.

9
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If the employer commits discrimination during the employment establishment, the
candidate has the right to file an objection.

6.0 Principle of equal treatment in an employment relationship

In accordance with the principle of equal treatment, discrimination on the basis of
marital and family status, colour, language, political or other opinion, trade union
activity, national or social origin, property, birth or other status is also prohibited.

The exercise of rights and obligations arising from employment relationships must be
in accordance with good morals. No one may abuse these rights and obligations to
the detriment of the other party to the employment relationship or co-workers. No one
may be persecuted or otherwise punished in the workplace in connection with the
performance of employment relationships for filing a complaint, lawsuit or motion to
initiate criminal prosecution against another employee or employer.

An employee who believes that his/her rights or legally protected interests have been
affected by non-compliance with the principle of equal treatment under Act No.
365/2004 Coll. and Section 13 (3) and (4) of the Labour Code, has the right to file a
complaint. The employer is obliged to respond to the employee's complaint without
undue delay, to carry out remedies, to refrain from such action and to eliminate its
consequences.

An employee, who believes that his/her rights and legally protected interests have
been affected by non-compliance with the principle of equal treatment, or non-
compliance with the conditions, may apply to the court and seek legal protection
provided for by a special law on equal treatment in certain areas and on protection
against discrimination, or seek redress out of court through mediation under a special
legal regulation.

The employer may collect only those personal data about the employee that are
related to the performance of work, qualifications and professional experience, and
data that may be significant from the point of view of the work that the employee is
supposed to perform, performs or has performed. An employer may not, without
compelling reasons relating to the specific nature of its activities, infringe on the
employee's privacy at the workplace by monitoring him without being warned or by
checking letters addressed to the employee as a private person. If the employer has
a control mechanism in place, the employer is obliged to inform the employee about
the scope of the inspection and the methods of its implementation, via the website,
the employer, or in writing by a letter from the employee's superior or orally at an
employee meeting.

The statutory body of the employer is obliged to:
a)to take measures to protect against discrimination on the grounds of sex,
religion or belief, racial origin, national or ethnic origin, disability, age or sexual
orientation in employment relationships, similar legal relationships and in legal
relationships related thereto
b)apply the principle of equal treatment in the areas of:
access to employment, occupation and other gainful employment;
the performance of employment and the conditions for the performance of
work in employment, including remuneration,
employment promotion and dismissals;
access to vocational training and continuing vocational training;
membership and operation in an organisation of employees, an
organisation of employers and organisations associating persons of certain
professions, including the provision of benefits provided by these
organisations to their members;
> respect the rights of subordinates.

VVV VYV
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7.0

All employees of the employer have the right to:

f) expressing and submitting their proposals on the employer's upcoming
decisions that may affect their position in employment relationships,

g) the right to equal treatment as regards access to employment, pay and
promotion, training and working conditions;

h) women have the right to working conditions enabling them to participate in
work with regard to their physiological predispositions and with regard to their
social function in motherhood, women and men have the right to working
conditions enabling them to participate in work with regard to their family
responsibilities in the upbringing and care of children,

i) employees have the right to collective bargaining;

i) employees have the right to submit proposals, notifications, complaints,
suggestions to remedy deficiencies, etc.

Every employee is obliged to refrain from any action that:

e) harasses (including sexual harassment) co-workers, superiors or subordinate
employees, whom a person may reasonably find unpleasant, inappropriate or
offensive, and whose intention or effect is or may be to diminish the dignity of
that person or to create a hostile, humiliating or intimidating environment, or
whose tolerance may be considered a condition of a decision or the exercise
of rights and obligations arising from legal relationships,

f) commits direct or indirect discrimination,

g) gives an instruction for discrimination consisting in the abuse of the
subordination of an employee for the purpose of discriminating against
another employee,

h) encourages discrimination consisting of an act or omission, that is
unfavourable to the employee, to whom it relates and is directly related to -
seeking legal protection against discrimination on his own behalf or on behalf
of another person or - to giving a witness, explanation or other participation of
that person in proceedings in cases of violation of the principle of equal
treatment.

Lodging complaints, redress in matters relating to breaches of the principle of
equal treatment

The employee has the right to file a complaint to the employer related to the violation
of the principle of equal treatment and non-compliance with the conditions under
Section 13 (3) and (4) of the Labour Code, while the employer is obliged to respond
to the employee's complaint without undue delay, to remedy it, to refrain from such
action and to eliminate its consequences.

A complaint may be submitted by employees directly to the employees of the HR
department (Appendix No. 1), who will forward this complaint to the company's
executive director and cooperate in its resolution. If the complaint concerns the
company's executive director, the employee sends it to the Slovak National Centre for
Human Rights or to the Labour Inspectorate. The employee who lodged the
complaint must receive the confirmation of delivery of the complaint and nmusotified
of the outcome of the investigation of the complaint.

The responsible department shall keep records of complaints received in accordance
with Annex 2 to this Directive.

An employee may assert his/her rights in court if he/she considers that his/her rights,
legally protected interests or freedoms have been affected by non-compliance with
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the principle of equal treatment. He or she may request that a person who has not
complied with the principle of equal treatment desist from his or her actions, if
possible, remedy the unlawful situation or provide adequate satisfaction.

An employee also has the right to protection of his rights out of court through
mediation (Act No. 420/2004 Coll. on Mediation).

An employee may not be persecuted or otherwise punished at work for filing a

complaint, lawsuit or motion to initiate criminal prosecution against another employee
or employer.
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Annex no. 1

Record of received complaints according to Act 365/2004 Coll. on equal treatment in some areas
and on protection against discrimination and on amendments to some laws

(anti-discrimination law)

Name and Surname

Receiving date | Way of receiving

Accepted by Signature

10

11

12

13

14

15

16

17

18

19
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Annex no. 2
RECORDS FOR THE APPLICATION OF THE PRINCIPLE OF EQUAL TREATMENT AND
PREVENTION OF DISCRIMINATION
in accordance to Act no. 365/2004 Coll. on equal treatment and on protection against
discrimination and on the amendment of certain laws (anti-discrimination law) as amended
and Act no. 311/2001 Coll. Labor Code

Department: Title:
EMPLOYEE D
Name and Surname: _
no.:
Delivery date:
EMPLOYER
Name and Surname:
DESCRIPTION OF
DISCRIMINATORY ACT
PERSONS
RESPONSIBLE FOR
DISCRIMINATORY ACT
DESCRIPTION OF THE
REMEDY OF THE
PROCEEDINGS
Name and Surname Title Department| Signature
Employee:
Employer:
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