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A commitment to creating a safe and
mutually respectful workplace

Ria Park Hotels has built a reputation for excellence and trust, both among guests and all those it engages with
in its activities, including the community in which it operates, by always working with honesty, integrity and the
highest ethical standards — doing what it believes to be right, even when the alternative is easier.

This Code of Good Conduct, Equality, Non-Discrimination, Prohibition of Workplace Harassment, Corruption
and Related Offences provides support in making the right decisions at the right time, setting out the principles
to be followed, guidance on where to seek help, and how to proceed if you believe there is a non-conformity to
report.

This Code has been drawn up in line with the company's existing policies, values and principles, and will be
regarded as a tool for assessing the ethics and professional conduct of all employees, reinforcing Ria Park
Hotels' commitment to business ethics and transparency.

Who does this apply to?

This Code of Conduct applies to everyone within the company — those with management or leadership roles,
responsible for any services, departments or people, and those with no hierarchical responsibility over other
employees — and everyone benefits from the protection it provides, regardless of position, professional
category, seniority or type of contract.

Accordingly, all employees — whether or not they hold management or supervisory responsibility over sections,
departments or people — are obliged to report to their line manager and to the Human Resources department
any facts of which they become aware, in the course of the company's activities, that breach the right to
equality and non-discrimination on the grounds of any discriminatory factor, or that constitute harassment of any
kind, whether in access to employment or in the course of it.

Those with management or supervisory responsibility over sections or teams must not only follow the Code
themselves, but also ensure that an environment is created in which everyone feels able to ask questions and
raise concerns.

Failure to comply with this Code is treated seriously and may be subject to disciplinary proceedings,
with the possibility of serious sanctions, resulting in disciplinary action which, in some cases, may include
termination of employment, in accordance with internal policies and labour law.

Anyone who, in practice, acts in breach of this Code shall be held personally liable for any fines that
may be imposed on the company as a result, and shall be required to reimburse any amounts paid
and any resulting compensation.

Reporting concerns

All employees of the company are responsible for reporting any concerns relating to compliance with this Code
of Conduct, or with any other, and for upholding the duty to behave ethically and to protect the reputation of Ria
Park Hotels.

Where a situation or an employee is identified or perceived as behaving in a manner inconsistent with these
principles, such concerns should be reported directly to a line manager, to Human Resources, to a director or to
a member of the management team, ensuring an effective response and resolution.

In other circumstances, it is recognised that the Anonymous Reporting Channel (available in the footer of our
website, at http://www.riaparkhotels.com) may be the most appropriate means of raising such concerns. This
reporting channel is available to any employee, partner or third party (including suppliers and their staff) to report
concerns about breaches of our Code of Conduct (relating, for example, to human rights, discrimination or
harassment, health and safety or environmental hazards, accounting and audit matters, bribery or conflicts of
interest, privileged information, breaches of competition law, falsification of records, fraud or theft, or facilitation
of tax evasion), or any other matters they believe should be brought to management's attention.

2015.002 3/12



CODE OF CONDUCT AND ETHI
RIA PARK HOTELS

Every report is afforded the appropriate legal safeguards, ensuring the completeness, integrity and preservation
of the report, the confidentiality of the whistleblower's identity or the anonymity of whistleblowers, and the
confidentiality of the identity of any third parties named in the report.

We are honest and we believe in the decisions we make. When we work together, with integrity, we
are stronger and achieve our best..

On behalf of Management
February 2025
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Respect in the workplace

Equal opportunities, diversity, equity and inclusion

It is everyone's responsibility to foster a positive working environment free from harassment, intimidation or
discrimination, in which there is mutual respect for colleagues' rights and professional, courteous treatment
carried out with dignity and respect — avoiding any behaviour that could be considered inappropriate..

Intimidation or harassment

Any form of inappropriate behaviour that causes a colleague to feel intimidated, humiliated or embarrassed, or
that offends them or has the effect of making them feel vulnerable, threatened or harmed, may constitute
intimidation or harassment. This includes, but is not limited to: derogatory comments or jokes, sexual
comments or innuendo, abusive or insulting language, or gestures and threats of violence.

Supervisors must be receptive and supportive towards anyone who raises a concern, and must
ensure that their teams are familiar with the Code of Conduct.

Article 127(1)(k) of the Portuguese Labour Code
-The company prohibits any practice that may legally constitute workplace harassment.
-The prohibition on harassment covers the recruitment stage and the performance of the
employment contract, including training, promotion, career progression and working conditions.
-Workplace harassment is understood to mean any unwanted conduct, particularly conduct based
on a discriminatory factor, occurring in connection with access to employment, employment itself or
vocational training, with the purpose or effect of disturbing or constraining the employee, affecting
their dignity, or creating an intimidating, hostile, degrading, humiliating or destabilising environment.
-In particular, sexual harassment likewise prohibited refers to unwanted conduct of a sexual nature
towards an employee, whether verbal, non-verbal or physical, with the purpose or effect of disturbing
or constraining the employee, affecting their dignity, or creating an intimidating, hostile, degrading,
humiliating or otherwise destabilising environment.
-This prohibition applies to everyone within the company, including those in management or
leadership roles, those responsible for any services, departments or people, and those with no
hierarchical responsibility over other employees.
-Protection against discrimination and harassment applies to all employees of the company,
regardless of their position, professional category, seniority or type of employment.
-The company's recruitment, pay, promotion, training and working-conditions policies shall comply
with the principles of equality and non-discrimination set out in law, with harassment being prohibited.
-All employees whether or not they hold management or supervisory responsibility over sections,
departments or people are obliged to report to their line manager and to Human Resources any facts
of which they become aware, in the course of the company's activities, that breach the right to
equality and non-discrimination on the grounds of the discrimination factors set out above, or that
constitute harassment of any kind, whether in access to employment or in the course of it.
-Any behaviour by an employee that constitutes harassment of, or unlawful discrimination against,
another employee shall be subject to disciplinary proceedings, with the possibility of serious
sanctions, without prejudice to any criminal liability that may apply.
-The complainant and any withesses named by them may not be subject to disciplinary sanctions,
unless they act with intent, based on statements or facts contained in the case file of any judicial or
administrative-offence proceedings arising from the harassment, until a final decision has been
reached, without prejudice to the right to a fair hearing.
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Right to Non-Discrimination

The company values its employees as unique individuals with different ideas and perspectives, and seeks to
promote a culture of diverse opinions, offering equal opportunities without discrimination, from recruitment
through to promotion, based solely on ability to perform the job and role.

Discrimination tends to occur when an individual or group of people is treated differently or less favourably on
account of a category or characteristic protected under applicable law. No discrimination will be tolerated on the
grounds of descent, age, sex, sexual orientation, gender identity or expression, marital status, family situation,
economic situation, education, origin or social condition, genetic heritage, reduced working capacity, disability,
chronic illness, nationality, ethnic origin or race, territory of origin, language, religion, political or ideological
beliefs, or trade union affiliation.

Article 127(1)(k) of the Portuguese Labour Code

-All employees of the company are guaranteed the right to equality, both in access to employment and within it, and no
form of discrimination on the grounds of any factor of discrimination provided for by law shall be permitted.

- No employee of the company may be favoured, benefited, disadvantaged, deprived of any right or exempted from any
duty on the grounds of a legally defined discrimination factor.

- Discrimination factors include: descent, age, sex, sexual orientation, marital status, family situation, economic situation,
education, origin or social condition, genetic heritage, reduced working capacity, disability, chronic illness, nationality,
ethnic origin or race, territory of origin, language, religion, political or ideological beliefs, or trade union affiliation.

- The prohibition on discrimination covers the recruitment stage and the performance of the employment contract,
including training, promotion, career progression and working conditions.

- This prohibition applies to everyone within the company, including those in management or leadership roles, those
responsible for any services, departments or people, and those with no hierarchical responsibility over other employees.
-Protection against discrimination and harassment applies to all employees of the company, regardless of their position,
professional category, seniority or type of employment.

-The company's recruitment, pay, promotion, training and working-conditions policies shall comply with the principles of
equality and non-discrimination set out in law, with harassment being prohibited.

-All employees whether or not they hold management or supervisory responsibility over sections, departments or people
are obliged to report to their line manager and to Human Resources any facts of which they become aware, in the course
of the company's activities, that breach the right to equality and non-discrimination on the grounds of the discrimination
factors set out above, or that constitute harassment of any kind, whether in access to employment or in the course of it.
-Any behaviour by an employee that constitutes harassment of, or unlawful discrimination against, another employee shall
be subject to disciplinary proceedings, with the possibility of serious sanctions, without prejudice to any criminal liability
that may apply.

-The complainant and any witnesses named by them may not be subject to disciplinary sanctions, unless they act with
intent, based on statements or facts contained in the case file of any judicial or administrative-offence proceedings arising
from the harassment, until a final decision has been reached, without prejudice to the right to a fair hearing.

Anyone who, in practice, engages in discriminatory acts within the company shall be held personally liable for any fines

imposed on the company as a result, and shall be required to reimburse any amounts paid.
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Bribery and Corruption, Conflicts of Interest, and Gifts or
Offers

Exemplary conduct in the performance of duties

Corruption and bribery

Corruption is generally understood as occurring when someone in a position of power adopts unethical and
unlawful conduct in exchange for obtaining an advantage, which may take, among others, the following forms::

Passive Corruption (Article 373 of the Portuguese Criminal Code): This occurs when an individual
solicits or accepts, for themselves or a third party, an undue advantage, either to perform an act
contrary to the duties of their position (corruption for an unlawful act) or to perform an act not contrary
to those duties (corruption for a lawful act). Penalties vary according to the severity of the act.

Active Corruption (Article 374 of the Portuguese Criminal Code): This consists of offering or promising
an employee, directly or through an intermediary, an undue advantage so that they perform or omit an
act in the course of their duties. Such conduct is punishable by imprisonment, the length of which
depends on the nature of the act intended.

Corruption may also be classified as public or private, depending on whether it involves public officials or private
entities. The distinction between corruption for a lawful act and for an unlawful act is based on whether or not
the act complies with the duties of the position.

In short, corruption involves the misuse of power for purposes other than those intended, through the exchange
of undue advantages that compromise the integrity of the functions performed. Under no circumstances in a
business relationship should offers, promises or bribes be made, or bribes or any other form of compensation
such as gifts, presents, courtesies, loans, discounts or the awarding of a contract be solicited or accepted, with
the ultimate intention of influencing or persuading someone to act improperly. Corruption, bribery or any form of
financial crime is not permitted under any circumstances, including in relationships with any partners and/or
service providers.

Related Offences

Related offences are those which often create the conditions for corruption to flourish, or which are used to
conceal, justify or benefit from corrupt acts, including:

— Embezzlement: the unlawful appropriation of assets or valuables (money or any other movable, immovable
or animal property, whether public or private) by someone who manages or has access to them by virtue of their
role.

— Misuse of entrusted assets: no permanent appropriation takes place, but assets are used, or their
use is permitted, for purposes other than those intended, having been entrusted to, held by, or made
accessible to the person by virtue of their duties.

— Influence peddling: the improper use whether real or claimed of influence with any public entity, national or
foreign, with the aim of obtaining, for oneself or a third party, an undue financial or non-financial advantage in
exchange for the influence exercised.

— Extortion by a public official: where, in the course of their duties, a person receives, for themselves, the
State or a third party, through inducing or exploiting the victim's error, a financial advantage that is not owed, or
that exceeds what is actually owed such as a contribution, fee, charge, fine or penalty by virtue of the
position they hold.

— Document forgery: the alteration, creation or use of false documents with the intention of obtaining unlawful
advantages.

— Fraud: where funds are obtained lawfully but used for a purpose other than that for which they were
intended.
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—Unlawful financial participation in a transaction: unlawfully participating in a business transaction,
thereby harming the financial interests of the entity which, in the course of one's role, one is responsible for
managing, overseeing, defending or carrying out.

— Receipt and improper offer of an advantage: an act whereby a manager or employee, in the course of
their duties or because of them, either personally or through an intermediary, with their consent or ratification,
solicits or accepts, for themselves or a third party, a financial or non-financial advantage regardless of whether
any consideration is provided — or the promise thereof..

— Abuse of power: the improper use of powers conferred by one's role, with the intention of obtaining an
unlawful benefit for oneself or a third party, or of causing harm to other

—Malfeasance in office: a situation in which a manager, employee or holder of political office, acting
unlawfully, decides to promote or not promote, to carry out, decide or not decide, or to perform an act in the
exercise of the powers conferred by their role, with the aim of thereby harming or benefiting someone.

— Money laundering or fraud in obtaining or diverting a subsidy, grant or loan: the concealment of
information, or the provision to the authorities or other competent bodies of inaccurate, incomplete or falsified
information about oneself or third parties, relating to facts material to the granting of the subsidy or grant

Gifts, Presents, Invitations and Other Benefits

While these can often represent goodwill in business relationships, the acceptance of gifts and other benefits
must always be considered carefully.

No gift, present, courtesy, hospitality, entertainment or favour that could be interpreted as a means of improperly
influencing business transactions, or that creates a sense of obligation to reciprocate, should be accepted or
offered. Such gestures tend only to be acceptable where the value is modest and the practice is consistent with
standard business custom.

In the course of any duties, and due to or in benefit of the position that role provides, it is expressly forbidden

to:

e Accept any offer in the form of cash, cheques, securities or negotiable instruments.

e Accept any offer or invitation made covertly, or through a person or entity that is not clearly identified.

e Accept any offer or invitation that breaches the law, the rules of the offering entity, or standards of propriety, or
whose value is not socially justified within the business environment.

e Extend any invitation or offer to a third party without prior authorisation.

e Solicit any gifts or benefits from a third party.

Whenever there is any doubt as to the legitimacy of accepting a gift or present of any kind, this must be
reported to a line manager or to management, who will decide immediately on its suitability.

Conflicts of Interest

Conflicts of interest tend to arise when personal, family or financial interests could influence, or be perceived as
influencing, professional decisions.

You must always act in a way that avoids even the appearance of a conflict, ensuring that suppliers and other
business partners can trust Ria Park Hotels to conduct business fairly and transparently.

If you are required to carry out an act on behalf of, or in the interests of, the company, and that act could give
rise to a conflict with your own interests or those of a third party to whom you feel connected even where you
are only uncertain whether such a conflict exists you must report this to your line manager or to management
before carrying out the act in question, or as soon as you become aware of it. This ensures that the integrity of
the decision is never called into question and that it is properly documented.
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Prevention of Money Laundering

Money laundering is the process by which the origin of assets and income obtained is concealed or disguised,
or the true owner of funds derived from unlawful activity, including acts of corruption, is hidden.

All conduct that, directly or indirectly, could constitute Money Laundering or Terrorist Financing is strictly
prohibited within the company, and compliance with all internal procedures relating to these matters is essential.
Failure to comply will be subject to serious sanctions, including, for employees, dismissal.

Information security and confidentiality

Information arising from the operation of Ria Park Hotels is a commercially valuable asset and must be properly
protected, ensuring that everyone the company deals with can trust our ability to handle data responsibly and
securely.

Breach of Confidentiality (Article 383(1) of the Portuguese Criminal Code) is defined under Portuguese
criminal law and is subject to severe legal consequences where confidential information obtained in the course
of one's duties is disclosed with the intention of obtaining any kind of benefit, in addition to other legal
frameworks that carry substantial fines. In cases of deliberate or negligent non-compliance, the person
responsible must reimburse any amounts paid and any resulting compensation.

Processing of personal data

Certain types of information, such as the personal data of guests, employees, suppliers and partners, are
subject to legal obligations, in particular the European Union's General Data Protection Regulation (GDPR),
which sets out how such data must be handled and used.

Complying with these laws is an essential part of doing business responsibly, and the company only uses
personal data in accordance with the Privacy Policy available on the Ria Park Hotels website.

Beyond information security requirements, the privacy implications of personal data must always be considered
including anticipating and assessing the need for, and the handling of, such data bearing in mind the
importance of privacy, using and retaining only the minimum amount of data necessary, and always respecting
individuals' privacy choices.

Privileged information and/or negotiations

Privileged information is information that is not publicly available and that could have a significant effect on Ria
Park Hotels' activities if shared or made public.

Confidential information, such as business plans, pricing and financial data, must not be disclosed without a
legitimate business reason and without prior approval. Where it is necessary to provide such data to third
parties, a written confidentiality agreement must always be entered into, ensuring that the transfer takes place in
accordance with appropriate security requirements.

Suppliers and business partners may also share sensitive or confidential information with the company, which is
afforded the same protection and responsible handling, in keeping with the duty of mutual confidentiality.

Any information about competing companies or hotel units must only be obtained ethically and lawfully. If you

have access to confidential or exclusive information belonging to a competitor and suspect it was obtained
improperly, you must report this to management and ensure the information is kept securely.
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Intellectual property

Ria Park Hotels' intellectual property (trademarks including names, brands and logos copyright, photographs,
know-how and business processes) is a valuable asset and must be handled correctly, with any unauthorised
use restricted.

Likewise, the intellectual property of third parties must be respected, including photographs, logos, music, films,
software and other written material, which may be protected by copyright, trademark or other intellectual
property laws and may require a licence before being used.

Any intellectual property developed or created in the performance of your role, or through the use of Ria Park
Hotels' resources or information, belongs to the company. This includes, but is not limited to, projects, ideas,
artistic works/illustrations, software programmes and other original material.

External communications and social media

All communications relating to Ria Park Hotels' activities or performance must be consistent and honest, and
must not be discussed with third parties in particular any media representatives without specific authorisation or
as part of one's role.

With regard to social media specifically, only those responsible for the company's corporate image should post
comments about the company.

Other employees must refrain from posting comments about Ria Park Hotels, particularly in light of the duty of
confidentiality, loyalty, courtesy and respect owed to the employer, line managers and colleagues.

Should the company become aware of conduct that breaches this duty including through statements published
on social media disciplinary proceedings will be initiated to establish whether the conduct amounts to a breach
of duties towards the employer, and to assess any resulting harm to the company.

If you are authorised to update Ria Park Hotels' social media, or to act on its behalf, you must be transparent
about your association and make clear that you are posting on behalf of Ria Park Hotels. Advertising and
marketing activities must be truthful, accurate, not misleading or false, and must comply with applicable laws,
ensuring compliance with usage and disclosure rights for graphic material and images..
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Reporting

Upon becoming aware of any facts, in the course of the company's activities, that breach the
principles, standards and values set out in this Code, the incident must be reported.

The company has an internal reporting channel on its website, through which all employees can report with the
appropriate legal safeguards any breaches of which they become aware, including anonymously if they wish,
ensuring the completeness, integrity and preservation of the report, the confidentiality of the whistleblower's
identity or the anonymity of whistleblowers, and the confidentiality of the identity of any third parties named in
the report, while also preventing access by unauthorised persons.

The company also has an email address, denuncia@riaparkhotels.com, to which reports may be sent by
employees, in the context of the Prevention of Corruption Risks and Related Offences, or any other matters
provided for by law, in particular under Article 1(1) of Law No. 5/2002.

Verbal reports may also be made to any line manager or, as a last resort, to the director responsible for handling
reports.

The whistleblower will be notified by email (where provided) of receipt of the report within seven days, following
which an internal review of whether the reported facts occurred will take place, along with any naotifications and
communications to the whistleblower or to the authorities, as provided for by law where applicable.

Reports will be recorded and kept on file for five years, or for the duration of any administrative or judicial
proceedings arising from them, if longer.

Whistleblower Protection Policy

The identity of the whistleblower, along with any information that could lead to their identification, is strictly
confidential and accessible only to those responsible for receiving and managing reports.

This duty of confidentiality extends to all staff who have access to information about reports in the course of
their duties, and may only be disclosed in compliance with a legal obligation or a court order. In such cases, the
whistleblower will be informed in writing in advance of the reasons justifying the disclosure of their data, unless
doing so would compromise ongoing investigations or judicial proceedings.

Whistleblowers are guaranteed protection from retaliation as a result of their report, and are afforded all rights
provided for by law.

The complainant and any witnesses named by them may not be subject to disciplinary sanctions, unless they
act with intent, based on statements or facts contained in the case file of any judicial or administrative-offence
proceedings arising from the harassment, until a final decision has been reached, without prejudice to the right
to a fair hearing.
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Sanctions

Any breach of this Code will result in an internal procedure, leading to a report setting out the standards
breached, the measures taken or to be taken to prevent the breach from recurring, and any sanction applied.

Employees who are found to have culpably breached this Code will be subject to the sanctions provided for
under the Portuguese Labour Code or any applicable Collective Labour Regulation Instrument, namely:
reprimand, recorded reprimand, financial penalty, suspension from work with loss of pay, loss of holiday days,
and dismissal.

Other collaborators who culpably breach this Code of Conduct will be subject to measures that are legally and
contractually appropriate to their conduct.

The company will report to the competent authorities any conduct that may constitute the crime of corruption or
a related offence.

All employees who breach legal provisions or this Code will be held civilly liable for any sanctions imposed on
the company as a result.

Effective: 12 February 2025
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