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Inngangur/Introduction
betta skjal inniheldur sampykkta jafnréttisdaetlun Tern Systems hf.

This document contains the approved equal opportunity policy of Tern Systems hf, English version starts
onpage 7.

Tilgangur

Tern Systems og dotturfyrirtaeki pess leggja dherslu & ad allir starfsmenn peirra njoéti jafnréttis. Tern
Systems telur petta bestu leidina til ad tryggja jakveett vinnuumhverfi og anaegju starfsmanna.
Azetlun pessi er framfylgt samkvaemt [6gum nr. 150/2020 um jafna stédu og jafnan rétt kynjanna.
Med hugtakinu kyn er hér att vid konur, karla og einstaklinga sem eru skradir hlutlausir i bjédskra
[slands nema annad sé tekid fram.

Tilgangur jafnréttisaeetlunarinnar er ad tryggja jofn taekifaeri milli starfsfélks & vinnustadnum med
pbad ad markmidi ad pekking og reynsla hvers og eins nytist til fulls an pess ad kynbundin mismunun
eigi sér stad. Einnig skal tryggt ad ofbeldi, einelti, kynferdisleg areitni eda kynbundid areitni sé ekki
lidin 4 vinnustadnum. Pessi jafnréttisdaetlun skal tryggja ad starfsménnum sé ekki mismunad 4
nokkurn hatt vegna kyns, triarbragda, skodana, uppruna, kynhneigdar, hudlitar, aldurs,
efnahagslegrar bakgrunns eda fotlunar.

Hlutverk og abyrgd stjéornenda

Stjornendur skulu skilgreina markmid og daetlanir félagsins til ad tryggja jofn teekifaeri milli
starfsfdlks & vinnustadnum. Mannaudsstjori veitir stiornendum og starfsménnum radgjof.

Stjérnendur fara 4 hverju ari yfir jafnréttisstefnu og markmid félagsins um jafnréttismal og fylgja
eftir stédu peirra. [ framhaldi af stédugri endurskodun verda valin tiltekin umbétaverkefni og radist i
framkvaemd peirra ef vid 4. Umbdtaverkefni eru framkvaemdar samkvaemt innra umbaotaferli
fyrirtaekisins. Stjérnendur skulu sja til pess ad jafnréttisstefnunni sé fylgt vid stofnun vinnuteyma til
ad hrinda peim umbdtaverkefnum i framkvaemd.

Endurskodun og sampykkt

Samkvamt dagskra félagsins yfir reglulega rynifundi skal framkvaemdarstjori og stjornendur
endurskoda jafnréttisdaetlun pessa 4 priggja ara fresti.
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Launajafnrétti

Vid launadkvardanir skal tekio fullt tillit til jafnréttis. Allir starfsmenn, 6had kyni, skulu njéta sému
kjara fyrir somu eda jafnverdmaet storf. Vid akvordun launa skal pess gaett ad ekki sé misraemi milli
kynja (skv. IST 85). Launajafnrétti pydir ad laun eru akvedin & sama hatt fyrir 61l kyn. Vidmidin sem
kjaradkvardanir byggja a skulu ekki hafa i fér med sér kynjamismun.

Stjornendur hafa skuldbundid sig til ad 6dlast jafnlaunavottun i samraemi vid 16g nr. 150/2020 og IST
85 stadlinum.

Markmid Abyrgd Adgerd Timarammi

Allt starfsfolk fai  Framkveemd Odlast jafnlaunavottun fyrir lok arsins Lok arsins 2022
greidd sbmu laun astjoriog 2022. Nidurstodur uttekta kynntar

og njoti sému mannaudsstj stjérnendum og starfsfolki.

kJar?)fyrtllr ort. Greina arlega laun og fridindi Lokid i april ar hvert.
SambaETIeg og starfsmanna. Leidrétta skal laun ef fram

jafnverdmaet

kemur mismunur sem ekki verdur skyrdur

Storf. med 6d8ru en kynferdi.

Laus storf, starfspjalfun, si- og endurmenntun

Vid auglysingu 4 storfum skal geeta pess ad umsdknir séu opnar 6llum 6had kyni.
Ekki skal mismuna starfsfélki eftir kyni hvad vardar moguleika til si- og endurmenntunar og
starfspjalfunar. Tryggja skal ad allt starfsfolk 6had kyni geti sé6tt ndAmskeid sem haldin eru

sérstaklega til ad auka haefni i starfi eda til undirbuinings fyrir 6nnur storf.

Gaeta skal jafnréttis hvad vardar abyrgd og patttéku starfsfélks i starfshépum og nefndum.

Markmid Abyrgd Adgerd Timarammi
Jafnt kynjahlutfall Framkvaemda Pegar storf verda laus i a&dstu pegar
i 2edstu stjoriog stjérnendast6dum skal sérstaklega tekid stjornendastarf
stjornunarst6dum. mannaudsstj tillit til pess vid rddningar ad jafna losnar.
ori. kynjahlutfall.
Jafnt kynjahlutfall Framkvaemda Pegar storf verda laus i millistjornenda-  begar
i millistjérnenda- stjoériog og forystustorfum skal sérstaklega tekid millistjérnenda- eda
og forystustorfum. mannaudsstj tillit til pess vid rddningar ad jafna forystustarf losnar.
ori. kynjahlutfall.
Laus storf skulu Framkvaemda Taka saman kynjahlutféll i 6llum Pegar storf er laus.
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standa 6llum opin. stjoriog starfshopum. Ef um éjafnt hlutfall er ad
mannaudsstj reeda skal sérstaklega tekia tillit til pess
ori. Vid radningar.
Tryggt verdurad  Framkvaemda Laus storf hja félaginu eru auglyst 4 Pegar storf er laus.
starfsfélk hafi stjori og radningarvef sem er adgengilegur 6llu
adgang ad mannaudsstj starfsfolki, og tilkynningar sendar ut til
upplysingumum  6ri. starfsfélks pegar storf eru auglyst.
laus storf*

Oll starfspjalfun,  Framkvaemda Allt starfsfolk feer nylidapjalfun i kjolfar  Lokid i april ar

si- og stjoriog radningar og simenntunaraaetlanir eru hvert.
endurmenntun mannaudsstj gerd fyrir allt starfsfolk.

skal vera ori. Simenntunaraaetlanir eru endurskodadar
adgengileg 6llum arlega.

6had kyni.

Samraeming fjélskyldu- og atvinnulifs

Gera skal naudsynlegar radstafanir til ad gera starfsfolki kleift ad samraema faglegar skyldur sinar og
fiolskylduabyrgd, 6had kyni. Slikar adgerdir skulu mida ad pvi ad auka sveigjanleika i skipulagi vinnu og
vinnutima 4 pann hatt ad tekio sé tillit til baedi fjdlskylduadstaedna starfsmanna og parfa fyrirtaekisins,
pbar med talid ad starfsfolk eigi audveldara med ad koma til starfa eftir faedingarorlof, foreldraorlof eda
leyfi ar vinnu vegna évidradanlegra og brynna fj6lskylduadsteaedna.

Markmid Abyrgd Adgerd Timarammi

Ad tryggja ad Framkveemd Kynna starfsfélki og verdandi Kynning fari fram vid
starfsfolk pekki  astjoriog foreldrum, réttindi og skyldur sem peir upphaf starfs og vid
pbann rétt sem pau mannaudsstj hafaipessum efnum. vid adrar breytingar.
eigatil foreldra-  ori.

0og

feedingarorlofs og

leyfis vegna

veikinda barna.

Tryggja ad Framkvaemd Fyrirtaekid er opid fyrir sveigjanlegum Vid skipulagningu
yfirvinna sé ekki  astjori, vinnutima. vinnu.

O6hofleg og ad stjérnendur  Fyrirtaekid stydur heimaskrifstofur og

yfirvinna sé og fjarvinnu.

adeins unnin mannaudsstj Vinna er skipulogd pannig ad ekki sé

pbegar naudsyn ori. gert rad fyrir yfirvinnu.

krefur, og ef Haft er samrad vid starfsmenn ef porf

yfirvinna er er a yfirvinnu eins fljott og audid er.
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skipulogd paer
fylgst vel med
persénulegum
og/eda
fiolskylduadstaed
um.

Einelti, ofbeldi, kynbundin/kynferdisleg areitni og ofbeldi

bad er stefna fyrirtaekisins ad starfsfolk vinni i anda samstarfs og syni pannig samstarfsfélki sinu
alltaf kurteisi og virdingu i samskiptum.

Mismunun gagnvart vinnuféldgum eda vidskiptavinum a grundvelli kyns, trdarbragda, pjédernis- og
bjodernisuppruna, kynhneigdar, efnahagslegrar stodu, stéttarfélagsadildar, stiornmalabakgrunns,
félagslegs bakgrunns, fotlunar, aldurs eda af 68rum astaedum, verdur undir engum kringumstadum
umborin, né medvirkni starfsfélks gagnvart slikum tilvikum.

Haétanir, areitni, einelti og ofbeldi eru 6asaettanlegar og verda ekki lidnar. Petta 4 vid hvort semer 4
eignum fyrirtaekisins eda 4 medan fyrirtaekid stundar vidskipti 4 68rum stad, par med talid hiisnaedi
vidskiptavinar, 4 fyrirtaekja vidburdum, starfsmanna vidburdum, 4 og eftir vinnutima skrifstofu.

Skilgreining fyrirtaekisins er i samraemi vid 2. gr. laga nr. 150/2020. Jafnframt naer daetlun pessi yfir
einelti og ofbeldi sbr. 16g nr. 46/1980.

Einelti: Siendurtekin hegdun sem almennt er til pess fallin ad valda vanlidan hja peim sem fyrir henni
verdur, svo sem gera litid Ur, médga, saera eda 6gna vidkomandi eda valda honum é6tta.
Skodanaagreiningur eda agreiningur vegna dlikra hagsmuna fellur ekki hér undir.

Kynbundin areitni: Hegdun sem tengist kyni pess sem fyrir henni verdur, er i 6pokk viskomandi og
hefur pann tilgang eda pau ahrif ad misbjéda virdingu vidkomandi og skapa adstaedur sem eru
ognandi, fjandsamlegar, nidurlaegjandi, audmykjandi eda moédgandi fyrir viokomandi.

Kynferdisleg areitni: Hvers kyns kynferdisleg hegdun sem i 6pokk pess sem fyrir henni verdur og
hefur pann tilgang eda pau ahrif ad misbjéda virdingu viskomandi, einkum pegar hegdunin leidir til
6gnandi, fjandsamlegra, nidurlaegjandi, audmykjandi eda médgandi adstadna. Hegdunin getur verid
ordbundin, tdknraen og eda likamleg.

Kynbundid ofbeldi: Ofbeldi 4 grundvelli kyns sem leidir til eda gaeti leitt til likamlegs, kynferdislegs
eda salraens skada eda pjaninga pess sem fyrir pvi verdur, einnig hétun um slikt, pvingun eda

handahéfskennda sviptingu frelsis, baedi i einkalifi og 4 opinberum vettvangi.

Ofbeldi: Hvers kyns hegdun sem leidir til, eda geeti leitt til, likamlegs eda sadlraens skada eda pjaninga
bess sem fyrir henni verdur, einnig hotun um slikt, pvingun eda handahdéfskennda sviptingu frelsis.
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Stjérnendum er skylt ad bregdast vid malum med videigandi haetti og leita adstodar hja
mannaudsstjora og/eda 6ryggisverdi og oryggisfulltraa. Allar kvartanir af pessu tagi skulu
rannsakadar/skodadar og starfsménnum veittur studningur eftir pvi sem kostur er. betta tekur ekki
til mala sem varda mismunandi sjonarmid um hagsmunaarekstra sem geta komid upp 4 vinnustad
milli stjérnenda og starfsmanna eda milli annarra starfsmanna a vinnustadnum, enda leidi slikur
skodanaagreiningur eda hagsmunaarekstur ekki til peirrar hattsemi sem lyst er.

Yfirmadur sem kaerdur er vegna atlads kynbundins ofbeldis, kynbundinnar areitni eda
kynferdislegrar areitni, skal vera vanhaefur til ad taka akvardanir um starfsskilyrdi keeranda 48 medan
medferd malsins stendur yfir og skal naesti stjornandi taka slikar akvardanir i samradi vid
mannaudsstjéra.

Markmid Abyrgd Adgerd Timarammi
Einelti, ofbeldi, Framkvaemda Fraedsla um adgerdadaetiun um Adgerdaraaetiun er
kynbundid stjori, vidbrogd er kynnt starfsfolki vid kynnt nyjum
ofbeldi, mannaudsstjé radningu og er adgengileg a innrivef  starfsménnum vid
kynbundin areitni riog fyrirtaekisins. radningu oger

og kynferdisleg  stjérnendur. adgengileg ainnri
areitni er ekki Adgerdadatlun skal liggja fyrir dinnri  vef.

lidin hja vef fyrirtaekisins par sem fram kemur

fyrirtaekinu. hvada rada starfsfolk getur gripid til

Markvisst er og hvert ma leita.

unniod ad

forvérnum og til
er adgerdadaetiun
um vidbrogd vid
areitni / ofbeldi.

* Framkvaemdastjori getur dkvedid ad einstok storf séu ekki auglyst.

* Framkvaemdastjori getur heimilad ad i stad auglysingar pd sé leitad i umsoknum sem liggja i radningarkerfi fyrirtaekisins.
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Purpose

Tern Systems and its subsidiaries place an emphasis on ensuring that all of their employees enjoy
equal rights. Tern Systems considers this the best way of ensuring a positive work environment and
employee satisfaction. This policy is implemented according to Act no 150/2020 on Equal Status
and Equal Rights Irrespective of Gender. Here, the term gender refers to women, men and persons
whose gender is registered as neutral in Registers Iceland unless otherwise stated.

The purpose of the Equal Opportunity Policy is to ensure equal opportunity for all employees in the
workplace with the goal that everyone's knowledge and experience can be utilized. Furthermore,
the policy on equal rights shall ensure that gender-based violence, bullying, or harassment
(gender-based or sexual) is not tolerated in the workplace. This Equal Opportunity Policy shall
ensure that employees are not discriminated against in any way based on gender, religion, beliefs,
origins, sexual orientations, skin colour, age, economic background or disability.

Role and Responsibilities of Management

Management shall define company objectives and strategies regarding Equal Opportunity. The
Director of Administrator provides advice to management and employees.

Each year management conducts a review of the Equal Opportunity Policy, and the company’s
objectives on equal opportunities, and follows up on their status. As a result of the continuous
review, specific areas of improvement will be identified, and improvement projects will be started if
appropriate. Those are executed following the company’s internal improvement process.
Management shall ensure that the Equal Opportunity Policy is followed when creating work teams
to implement those improvement projects.

Review and approval

According to the company's agenda for regular management review meetings, the CEO and
managers shall review this equal opportunity policy every three years.

Pay Equality

Full consideration to equality shall be taken when making salary decisions. All employees,
regardless of gender, shall enjoy the same employment terms and working conditions for equally
valued or comparable jobs. In determining salaries care shall be taken to ensure there are no
discrepancies between genders (according to IST 85). Equal pay means that wages are determined
in the same manner for all genders. The criteria on which wage decisions are based shall not entail
gender discrimination.
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Management has committed to obtaining the Equal Pay Certification, in accordance with law no.

150/2020 and the IST 85 standard.

Objective Responsible Action

All employees CEO and Equal pay certification attained by the end

Time

End of the year

receive the same Directorof of 2022. Results of audits are introducedto 2022.
pay and benefits Administrati management and employees.

for comparable on
and equally
valuable jobs.

Conduct analysis of employee salary and
benefits every year. Any difference in
salaries that cannot be explained in any

other manner other than gender is
corrected.

Equal Access

By end of April
each year.

In order to guarantee equal rights, the organization ensures that access to job opportunities,
participation in internal groups and committees, and training and continuous education is provided
irrespective of gender, age and origins.

Objective Responsible
Equal gender ratio CEO and

in upper Director of
management Administration
positions

Equal gender ratio CEO and

in middle Director of
management and Administration
leadership

positions

Available jobs are CEO and
opento everyone. Director of
Administration

Ensure that CEO and
employees have  Director of
access to Administration

TEM-008/v11.0

Action

If positions become available in
upper management, then the
company's recruitment effort shall
work towards gender equality.

If positions become available in
middle management or leadership
positions, then the company's
recruitment effort shall work
towards gender equality.

Collect data on gender ratios for all
job types. If gender ratios are not
equal then attention shall be given to
correct the situation in future
recruitment.

Open positions are advertised on the
company website, accessible to all
employees. Announcements are sent

Time

When a management
position becomes
available.

When a
middle-management
or a leadership
position becomes
available.

When a position
becomes available.

When a position
becomes available.
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information regarding new positions on the

regarding company intranet.

available

positions*

All training, CEOand All employees receive onboarding By end of April each
continuing Director of training and continuing education year.

education Administration plans.

opportunities
shall be accessible
to all employees

Work-Life-Balance

Necessary measures shall be taken to enable employees to reconcile their professional obligations and
family responsibilities, irrespective of gender. Such measures shall be aimed at increasing flexibility in the
organisation of work and working hours in such a way as to take account of both employees’ family
circumstances and the needs of the organization, including facilitating the return of employees to work
following parental leave or leave from work due to pressing and unavoidable family circumstances.

Objective Responsible Action Time

Ensure that CEO and Director Inform employees of Introduction conducted during
employees are of Administration their respective rights employee onboarding.

aware of their and duties.

rights to parental
leave, child sick
leave, sick leave
and vacation.

Ensure that CEO and Director The companyisopento Duringwork planning.
overtimeisnot  of Administration flexible work hours.
excessive and The company supports
that overtime is home offices and remote
done only when work.

necessary, and if Work is scheduled in a
planning manner that does not
overtime then assume overtime.
careful attention Employees are consulted
is givento if overtime is required as
personal and/or early as possible.

family

circumstances.
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Gender-Based Violence and Harassment

The policy of the organization is that every employee works in the spirit of collaboration and shows
respect in communication.

We do not tolerate discrimination against co-workers or customers based on gender, religion, ethnic
and national origin, sexual orientation, economic position, union membership, political background,
social background, disability, age or on any other grounds.

Threats, harassment, bullying and assaults are unacceptable and will not be tolerated. This applies
whether on company property or while conducting company business at any other location,
including client’s premises, during company events, staff events, during and after office work hours.

The terminology used by the organization follows Article 2 of Act no 150/2020 on Equal Status and
Equal Rights Irrespective of Gender. This policy also extends to bullying and harassment, see Act on
Working Environment, Health and Safety in Workplaces, No. 46/1980.

Bullying: Repeated behaviours that are generally likely to cause distress to the person affected,
such as belittling, insulting, hurting or threatening the person or causing them fear. Disagreements
or differences of interest do not fall under this category.

Gender-based harassment: Behaviour linked to the affected person’s gender, having the purpose
or effect of offending the dignity of the person involved and creating circumstances that are
threatening, hostile, degrading, humiliating, or insulting for the person in question.

Sexual harassment: Any kind of sexual behaviour having the purpose or effect of offending the
dignity of the person affected by it, especially when this behaviour creates circumstances that are
threatening, hostile, degrading, humiliating, or insulting for the person in question. The behaviour
can be verbal, symbolic, and/or physical.

Gender-based violence: Violence based on gender which results in, or could result in, physical,
sexual, or psychological injury or suffering on the part of the affected person, including the threat of
such, coercion, or arbitrary deprivation of freedom, both in private life and in a public venue.

Violence: Any behaviour that results in, or could lead to, physical or psychological harm or suffering
to the person affected, including threats, coercion or arbitrary deprivation of liberty.

Managers are obligated to respond appropriately to issues and seek assistance with the Director of
Administration and/or a Safety Officer and a Safety Representative. All complaints of this nature
shall be investigated/examined and support to employees shall be provided to the extent possible.
This does not cover cases relating to different viewpoints of conflict of interest that may occur in
the workplace between managers and employees, or between other employees in the workplace.
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If a superior is charged with alleged gender-based violence, alleged gender-based harassment or
alleged sexual harassment, the superior in question shall be non-competent to make decisions
regarding the working conditions of the plaintiff during the examination of the case, and the next
superior shall take such decisions in collaboration with the Director of Administration.

Objective Responsible Action Time

Bullying, CEOand Response plan is presented to The action plan is

harassment, Director of employees. introduced to new

abuse, and Administratio employees during

violenceis never n Response planis available on the onboarding and made

tolerated by the company's intranet and includes available on the

company. information on what actions employees company’s intranet.
can take and to whom they can seek

The company advice

works towards

improving and

maintaining

preventative

measures. A

response plan is

in place.

* CEO can decide if certain positions are not advertised.
*CEO can, instead of advertising, decide to review and hire from applications stored in the company’s recruitment
system.
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