JULIEN S.A
REPORT ON WORKING CONDITIONS & HUMAN RIGHTS
This report deals with the working conditions and Human Rights of JULIEN S.A. This reporting
considers the company's registered office, 15 Allée des Bruyères, 71200 Le Creusot, 3 sites in
France and 2 subsidiaries, one in Europe and one outside the EC.

1. EMPLOYEE HEALTH AND SAFETY
According to our human rights policy, JULIEN S.A. is committed to ensuring that workers work in a
safe environment, that they are protected from occupational risks.
Indeed, guaranteeing the safety of people is a commitment of JULIEN SA. It induces a specific
dynamic in terms of risk management and corporate culture, in conjunction with the various
stakeholders, particularly employees and customers.

Safety among our employees
The Group undertakes to comply with all applicable laws and regulations relating to occupational
health and safety.
Health care coverage
The Group offers a system of collective guarantees for the reimbursement of health expenses as
well as complementary coverage to Social Security benefits for death, disability and invalidity risks.
Accidents at work
In 2017, eight accidents at work were recorded. The vast majority of these were eye-related
accidents. Measures have been taken to reduce these accidents, including the purchase of
protective eyewear for all employees. JULIEN S.A. also has a partnership with a supplier/
ophthalmologist in order to provide protective glasses adapted to each case.

Safety at our customers' premises
The safety culture within JULIEN SA is a differentiating argument that is highly appreciated by our
customers. It contributes to the climate of trust and reassures them that the risks associated with
our products and facilities are under control. In this context, JULIEN SA supports its customers in
the use of moulds (see photo below)

Safety results

In 2017, we had 8 accidents, 4 of which were lost-time accidents: 4 eye accidents and two involving
minor cuts. JULIEN S.A.'s next objective for 2018 will be to reduce accidents by 50% overall.
One accident will always be too many. It is up to us to improve these results. Through our
professionalism, seriousness, tenacity, we will always do more and better to protect the safety and
health of all those involved in our activities.
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Objectives for the year 2018:
We have set ourselves a target of a 50% reduction in workplace accidents
compared to 2017.
Quantitative objective: an average of 1 every 3 months.

2. WORKING CONDITIONS
According to our human rights policy, JULIEN S.A. complies with all applicable laws regarding working
conditions, including those concerning working hours and overtime.
A. Integration of our employees
Each employee is welcomed by the HR team at the head office of JULIEN S.A. in LE CREUSOT. The
integration interview allows the employee to sign the latest administrative formalities and also gives
him/her the opportunity to discover all the information concerning his/her mutual, contacts, etc.
The purpose of this interview is to dispel the last questions that the new employee may have about the
company's functioning and to give him all the information and equipment necessary for the successful
start of his mission.
During this interview, the employee retrieves his welcome booklet containing the essential information
to know about the company and its internal operations. For environmental reasons, and as part of the
digitisation of our administrative documents, the rest of the information (mutual, security, etc.) is
transmitted to the employee in his professional or personal mailbox, thus limiting paper printing.
B. Recruitment policy
At JULIEN S.A. we offer not only fixed-term contracts, permanent contracts, professionalization
contracts, apprenticeships but also school and vocational training courses. Our objective when
recruiting an employee is to integrate him/her into our teams and train him/her throughout his/her
career to promote his/her skills development. We therefore recruit both experts in the field and
beginners in professional reconversion who will be trained as soon as they join the group.
C. Mobility
A real driver of the Group's growth, JULIEN SA strongly encourages the professional mobility of its
employees. In this way, the company capitalizes on the know-how developed in the various business
lines and disseminates a common corporate culture. It also allows employees to benefit from career
opportunities. The average mobility rate is 14%.

D. Health and safety
JULIEN S.A. has set up several processes to guarantee the safety of its employees and to prevent any
health concerns that may be related to their activity.
Enhanced medical monitoring for high-risk positions
A medical examination is scheduled every two years for risk positions.
For employees who do not need to have a reinforced medical check-up, a medical check-up is
scheduled every five years.
Preventing risks
Workshop managers are trained to coordinate the evacuation of the building in the event of a fire
alarm.
There is also a single document for assessing occupational risks, which is updated once a year in order
to anticipate the risks of everyone within the company.
E. Well-being in a company
The well-being within JULIEN.SA is one of our priorities; Conviviality is the key to define the internal
life of JULIEN S.A.
Mission follow-ups are carried out regularly to ensure that everyone's mission runs smoothly. Being a
company on a human scale allows us to be easily accessible to our employees and to be able to
answer their questions or requests very quickly. This makes it possible to promote dialogue and build
a climate of trust.
We therefore organise annual appraisal interviews to find out about the wishes for career
development and any difficulties that our employees may encounter, with the aim of offering them
training and developing them in terms of skills, remuneration and employability.
F. Work Schedule
The working week is 39 hours, i.e.:
- Monday to Thursday: 7:00 - 12:00 - 13:30 - 17:00
- Friday: 7am - 12pm
G. Overtime hours
Overtime is only worked at the request of the managers in order to complete an urgent order.
H. Employee benefits
100% of the employees of the JULIEN S.A. group have social benefits and are covered by a collective
agreement.
A family mutual insurance policy is also provided to employees and 55% of it is paid for by the
company. It is offered in one version for singles without children and another for families so that no
one is harmed. Membership of the mutual insurance company ensures that all employees have access
to complementary health insurance.

In addition, the company offers a 13th month paid in two installments (June and November). A
performance bonus may also be granted to employees based on the company's results. Finally,
JULIEN S.A. offers a contribution towards the cost of catering.
I.Gender Equality Women
The diversity of employees is one of the pillars of the JULIEN SA group's CSR policy. It is expressed in
different fields: nationalities, age, gender and disability. It creates value, promotes the exchange of
different points of view and encourages the renewal of thinking patterns. Respect for professional
equality between men and women has been the subject of a global action plan, aimed at significantly
increasing the proportion of female employees within the Group.
JULIEN SA is part of this dynamic and is committed to respecting professional equality. Concrete and
targeted actions over a one-year period have been implemented.
Thus, to encourage the integration of female employees within the company, JULIEN SA has
undertaken to seek parity in the candidates it receives. It is also planned to communicate on the
possibility of mixed recruitment for all the business lines and on the value of a mix of teams.
J. The effect of age
JULIEN SA is committed to professional diversity by developing actions for the benefit of employees
over 55 and under 30. Thus, the generation contract system is implemented. Its objective is to promote
the sustainable integration of young people into employment through the promotion of permanent
contracts, the hiring and retention of senior employees and the transmission of knowledge and skills.

3.CAREER MANAGEMENT AND TRAINING
A.Career management
The careers of our consultants are directly managed by their managers and by the human resources
department. The individual interviews that mark out the career path of our consultants allow us to
know their training or development wishes, and then serve as a basis for organizing the
development of each person's skills during the year.
B. Formation
JULIEN SA pays particular attention to the development of its employees' skills and training. This
approach meets the company's performance requirements, contributes significantly to improving
customer satisfaction and contributes to the preservation of employee health and safety.

4. DISCRIMINATION
According to our human rights policy, JULIEN S.A. is committed to ensuring that every employee,
current or future, is treated with dignity and fairness. Therefore, any unlawful discriminatory practice
based on race, colour, sex, sexual orientation, age, religion, ethnic origin, national or social origin,
property, political or other opinion, disability, birth or any other ground will not be tolerated. The
company strives to offer the same opportunities for promotion to all employees without discrimination.
Integration of people with disabilities
JULIEN SA promotes the integration and retention of disabled people in employment.
The company undertakes to :
- pursue and develop actions to integrate and retain disabled employees
- facilitate the reception and professional integration of disabled workers in the company by raising
awareness among those around them
- find the most appropriate individual solutions for disabled workers and ensure follow-up to help them
remain in employment,
- develop solutions for workers identified as unfit for any position,
- enable disabled workers to remain in employment or develop their careers by providing appropriate
training
In 2017, the employment rate of disabled workers at JULIEN SA was 6.7%.
Our objective for 2018 is to increase the employment of people with disabilities in society by 5%.

5. CHILD LABOUR AND FORCED LABOUR
According to JULIEN S.A.'s human rights policy, the company opposes the use of forced or compulsory
labour. We will also work with our subcontractors and suppliers to avoid promoting or indirectly
benefiting from these illegal practices.
In addition, JULIEN S.A. opposes child labour. We will work with our subcontractors and suppliers to
prevent and eliminate any opportunities for child labour in a way that best protects their interests.
JULIEN S.A. has therefore put in place a formal commitment concerning child labour and forced labour.
(See below).

FORMAL COMMITMENT REGARDING CHILD LABOUR AND FORCED LABOUR
The 1989 Community Charter sets the minimum age for admission to employment at the end of
compulsory schooling, which may in any case not be less than 15 years. This is also the age used by the
European directive "Protection of young people at work", which applies more broadly to young people
under 18 years of age.
Article 1 of the International Convention on the Rights of the Child defines a child as follows: "For the
purposes of this Convention, a child means every human being below the age of 18 years. ». If the
standard set by this convention is adopted, a distinction must be made between children who are
subject to compulsory schooling and those who fall between the end of compulsory schooling and 18
years of age. For the first category, work must be considered prohibited, except in circumstances that
must remain exceptional and derogatory; for the second category, if the work is possible, the persons
concerned must benefit from special protective measures.
JULIEN S.A. undertakes to:
> not to employ young people under 16 years of age unless otherwise agreed
> employ young people under 16 years of age in the event of a derogation that corresponds to
specific objectives:
- a professional integration objective: apprentices, young people following a work-study program
- an objective of discovering the world of work: teenagers over 14 years of age on a professional
discovery internship.
> employ young people aged 18 or over during their school holidays through a fixed-term
contract
> prohibits night work by young workers (including apprentices) under 18 years of age
> the protection of the physical and moral integrity of children
> not to engage in illegal or dissolved activities
> not to exploit minors economically and sexually

In the event of employment of young people under 18 years of age by means of a derogation

JULIEN S.A. undertakes to:
> not to exceed the daily working time of the actual work, i.e. 7 hours
> respect the weekly working time of 35 hours
> No period of uninterrupted effective work may exceed 4h30, Beyond that, a break time of 30
consecutive minutes must be arranged.
> respect the daily rest period either 12 consecutive hours / or 14 consecutive hours for those under
16 years of age. However, in exceptional cases and with the authorisation of the labour inspector
(after consultation with the occupational physician of the establishment), a maximum of 5 more hours
may be allowed authorised by way of derogation
> ensure the benefit of protective rules specific to young people, whether they are employees or on
an introductory or application internship in a professional environment as part of an alternative
education or school curriculum.
> the weekly rest period is set at two consecutive days. A derogation is possible under certain
conditions when the particular characteristics of the activity justify it and for young people released
from compulsory schooling.
> ensure that the working hours of these young people do not exceed the normal daily or weekly
working hours of adults employed in the establishment.
> For adolescents over 14 and under 16 years of age, the employer must request authorization from
the labour inspector, who has 8 days to notify his disagreement, fifteen days before hiring. JULIEN
S.A. must indicate:
the duration of the contract, the nature and conditions of work; the schedule and remuneration,
written and signed agreement of the adolescent's legal representative.
FORCED WORK
According to Article 225-14-1, forced labour is the act of forcing a person to perform work without
remuneration or in exchange for remuneration that is clearly unrelated to the importance of the
work performed, by violence or threat. He is punished by seven years' imprisonment and a fine of
€200,000.
JULIEN S.A. acknowledges that forced or compulsory labour:
> is prohibited within the company
> constitutes a violation of human rights
> violates the dignity of millions of people
> contributes to perpetuating poverty
> It is an obstacle to the achievement of decent work for
all.
JULIEN S.A. also recognizes that the effective and sustainable elimination of forced or compulsory
labour contributes to ensuring fair competition between employers and protection for workers.
JULIEN S.A. undertakes to:
> take effective measures to prevent forced or compulsory labour
> provide victims with protection and access to appropriate and effective mechanisms for redress
and reparation, such as compensation
> to punish perpetrators of forced or compulsory labour
> take measures that include specific action against trafficking in persons for the purpose of forced
or compulsory labour
> take effective measures to identify, release and protect all victims of forced or compulsory labour
and to enable their recovery and rehabilitation, as well as to provide them with assistance and
support in other forms.

> ensure that all victims of forced or compulsory labour, regardless of their presence or legal status on
the national territory, have effective access to appropriate and effective redress and reparation
mechanisms, such as compensation
> not to exploit the vulnerability of foreigners
> take the necessary measures to ensure that the competent authorities are not required to prosecute
or impose sanctions on such victims who have been involved in unlawful activities under duress and
who would be a direct consequence of their submission to forced or compulsory labour.
JULIEN S.A. undertakes not to implement false internships which include:
> abusive schedules
> safety conditions that do not comply with regulations
> assign trainees to tasks that do not meet the definition of an internship
> apply almost no remuneration

