Machine Translated by Google

Valid from November 9, 2022 to November 30, 2028

Fosrband

Norwegian
5' 4 4 "- . . .
- _.u._“..g-hr;:: Et rettferdig arbeidsliv SAFE

Main agreement

between the Norwegian Shipowners' Association and SAFE

Original agreement dated 1.2.1984 between the Norwegian
Shipowners' Oil Workers' Union and the Norwegian Employers'
Association for Ships and Offshore Vessels. Last revised 8.11.2022




Machine Translated by Google

The main agreement

Chapter | — Organizational law

Chapter Il — Right and obligation to negotiate
2.1 PROHIBITION OF LABOUR STRUGGLES

2.2 LOCAL DISPUTE RESOLUTION

2.3 LOCAL NEGOTIATIONS BETWEEN THE ORGANIZATIONS 2.4 DISPUTE
NEGOTIATIONS BETWEEN THE MAIN ORGANIZATIONS 2.5 CONTACT WITH THE
MEMBERS OF THE OTHER ORGANIZATION 2.6 DEADLINES FOR NEGOTIATION

MEETINGS 2.7 LANGUAGE OF NEGOTIATIONS

Chapter Ill — Shop stewards
3.1 ELECTED PLACE TRUSTEES

3.2 COMPANY REPRESENTATIVES

3.3 WORKING COMMITTEE (AU)

3.4 SIZE OF THE TRADE UNION BOARD 3.5 STUDENT,
EQUALITY AND SOCIAL COMMITTEE

3.6 WHO CAN BE A TRUSTEE

3.7 ELECTION OF TRUSTEES THAT ENDS

3.8 NOTIFICATION OF ELECTION OF BOARD OF TRUSTEES

3.9 THE CONCEPT OF CHOSEN REPRESENTATIVE

Chapter IV — Joint declaration of the parties on shop stewards

4.1 JOINT STATEMENT ON THE WORKING CONDITIONS OF REPRESENTATIVES

4.2 DUTIES OF REPRESENTATIVES AND EMPLOYERS

4.3 APPROVAL AND RIGHTS 4.4 TRUSTEES'

RIGHT TO BIND

4.5 NEGOTIATING REPRESENTATION AND POWERS OF ATTORNEY 4.6

WORKING CONDITIONS AND REMUNERATION FOR REPRESENTATIVES

4.7 AGREEMENT BOARD REPRESENTATIVES

4.8 AGREEMENT FOR FULL-TIME/PART-TIME

REPRESENTATIVES 4.9 TRADE UNION ANNUAL MEETING/REPRESENTATIVE

CONFERENCES 4.10

LEAVE 4.11 MEETINGS DURING

'WORKING HOURS 4.12 EMPLOYER'S REPRESENTATIVE AT THE WORKPLACE

4.13 EMPLOYER'S REPRESENTATIVE IN THE COMPANY/GROUP 4.14

ORIENTATION AND PRESENTATION OF NEW EMPLOYEES

4.15 ACCESS FOR SAFE REPRESENTATIVES

4.16 ACCESS FOR COMPANY/GROUP REPRESENTATIVES 4.17 SITE

REPRESENTATIVES' RIGHT TO LEAVE WORK

4.18 TRANSFER OF ELECTED OFFICERS

4.19 RIGHT TO LEAVE FOR POSITIONS OF TRUST IN SAFE 4.20

GRAVE BREACH OF THE MAIN AGREEMENT

4.21 TERMINATION OR DISMISSAL OF A TRUSTEE



Machine Translated by Google

Chapter V — Cooperation relations

5.1 OBJECTIVES
5.2 EMPOWERING THE PARTIES' REPRESENTATIVES

5.3 ESTABLISHMENT OF WORKING GROUPS ETC.

5.4 COOPERATION ON MEASURES FOR THE DISABLED

5.5 GROUP COMMITTEE

5.6 DISCUSSIONS AND MEETINGS CONCERNING MATTERS AT THE COMPANY 5.7
MONTHLY DISCUSSION MEETINGS 5.8

INFORMATION DUTY TOWARDS REPRESENTATIVES AT SUBCONTRACTORS

5.9 NEW OWNERS OF THE COMPANY

5.10 COOPERATION IN GROUPS

5.11 EUROPEAN COOPERATION COMMITTEE

5.12 CONTACT MEETINGS WITH THE BOARD OF DIRECTORS OF THE OWNERSHIP COMPANY

5.13 ACCESS TO THE COMPANY'S ACCOUNTS

5.14 EXTERNAL ADVISOR

5.15 INFORMATION DUTY 5.16

BREACH OF THE RULES ON INFORMATION DUTY AND DISCUSSIONS

Chapter VI — Training and leave for education

6.1 WORK ENVIRONMENT TRAINING
6.2 COMPETENCE DEVELOPMENT

6.3 LEAVES FOR EDUCATION

Chapter VII — Special agreements

7.1 VALIDITY OF SPECIAL AGREEMENTS
7.2 EXPIRATION PROVISIONS FOR SPECIAL AGREEMENTS 7.3

SPECIAL AGREEMENTS FOLLOWING THE COLLECTIVE AGREEMENT

Chapter VIIl - Employment issues

8.1 COOPERATION
8.2 INCOMPETENT CONDUCT 8.3

EMPLOYMENT, WORKING CONDITIONS, TERMINATION AND DISMISSAL
8.4 COMPANY SENIORITY IN CASE OF WORKFORCE REDUCTIONS

8.5 TERMINATION PERIOD IN CASE OF LACK OF INFORMATION
8.6 PREFERENCE RIGHT TO NEW EMPLOYMENT AFTER RESTRICTIONS

8.7 ANNOUNCEMENT OF VACANCIES/NEWLY CREATED POSITIONS

Chapter IX — Layoffs

9.1 TERMS
9.2 PRINCIPLES

9.3 NOTICE OF LAYOFF

9.4 DUTY TO CONFER WITH ELECTED OFFICERS

9.5 FORM AND CONTENT OF THE LAYOFF NOTICE

9.6 BREACH OF NOTICE PERIODS

9.7 CERTIFICATE OF LAYOFF

9.8 ATTACHMENT TO EMPLOYER

9.9 NOTICE PERIOD FOR LONG-TERM PERMITTED PERSONS
9.10 WORK OBLIGATIONS DURING THE NOTICE PERIOD

9.11 EMPLOYEES WHO ARE NOT RE-INSERTED 9.12 NOTICE
OF RE-INSERTATION OF EMPLOYEES WITH OTHER WORK
9.13 TERMINATION OF EMPLOYMENT

20
20
20
20

21
21
21
21
21
21
22
22

22
22
22
23
23
23
23
24
24
24
24
24
24
24



Machine Translated by Google

Chapter X — Final Certificate
10.1 EMPLOYEES WHO LEAVE AFTER LEGAL TERMINATION

10.2 FINAL CERTIFICATE TEST AFTER DISMISSAL

Chapter XI — Safety representatives and chief safety representatives

11.1 ORGANIZATION OF PROTECTION WORK

11.2 TRANSFER OF SAFETY REPRESENTATIVES

11.3 COOPERATION BETWEEN SAFETY REPRESENTATIVES AT MULTIPLE EMPLOYERS

11.4 ELECTION AND NUMBER OF SAFETY REPRESENTATIVES.

11.5 COORDINATING SAFETY REPRESENTATIVE IN CASE OF SERIOUS OFFSHORE ACCIDENTS

11.6 SAFETY OFFICER REMUNERATION 11.7

COORDINATING CHIEF SAFETY OFFICER AND/OR FULL-TIME/PART-TIME CHIEF SAFETY OFFICER

11.8 ELECTION OF COORDINATING MAIN SAFETY REPRESENTATIVE

Chapter XIl — Working Environment Committee 12.1
WORKING ENVIRONMENT COMMITTEE
GENERAL 12.2
REPRESENTATION 12.3 REMUNERATION AT AMU MEETINGS

Chapter XIll — Personnel records and control measures
13.1 RECORDING OF PERSONAL INFORMATION

13.2 DESIGN OF CONTROL MEASURES

Chapter XIV — Quota Drawing
14.1 QUOTA DRAWAL
14.2 CONTENTS OF DRAW LISTS

14.3 LIABILITY FOR WRONG QUOTA DRAWAL

Chapter XV — New and retiring members of the National Assembly

15.1 NEW COMPANIES IN NR
15.2 DEVIATIONS FROM THE CURRENT COLLECTIVE AGREEMENT
15.3 DISPUTE COMMITTEE

15.4 CHANGED CONDITIONS OF OPERATION
Chapter XVI — Political demonstrations

Chapter XVII — Conflicts
17.1 PLACE CANCELLATION
17.2 EXPANSION OF CONFLICT
17.3 SCOPE OF TERMINATION

17.4 PLACE CANCELLATION FOR FACILITIES OUTSIDE NORWAY

17.5 EXCHANGE OF INFORMATION UPON TERMINATION OF PLACEMENT

17.6 IMPLEMENTATION OF THE WORK STOP

17.7 TRANSPORT TO LAND DURING WORK STOPPED

17.8 WAGE CONDITIONS DURING WORK STOPPED

17.9 RIGHT TO ATTEND A SYMPATHY ACTION

17.10 SUPPORT FOR WORKERS IN COMPANIES OUTSIDE NR
17.11 VOTING RULES ON TARIFF PROPOSALS

17.12 AGREEMENTS ON SECURITY STAFFING, ETC.

17.13 DURATION OF AGREEMENTS ON SECURITY STAFFING, ETC.

17.14 COMMON PROVISIONS

Chapter XVIIl - Common provisions
18.1 INTERPRETATION DISPUTES
18.2 PARTY RELATIONSHIP
18.3 SCOPE

18.4 DURATION

Attachment

24
24

25

25
25
25
25
25
25
25
25

26

26
26
26

26

26
26

26

27
27
27

27

27
27
28
28

28

28

29
29
29
29
29
29
29
29
30
30
30
31
31
31

31

33
33
33
33

34

35



Machine Translated by Google

Chapter | - Organizational law

The Parties mutually recognize the right of employers and employees to freedom of association.

A well-organized working life is a strength for employee and employer organizations and for society as a
whole.

In order to fulfill their roles, it is important for SAFE and NR to have broad support. The Basic Agreement and the
Labour Disputes Act enshrine the democratic rights of the organizations. A central principle in national and
international law in the field of labour law is the right for employees and employers to organize themselves and,
through negotiations and collective agreements, to safeguard their interests.

In order for organized workers and employers to secure broad support and thereby fulfill their function as
central societal actors, it is of crucial importance that in negotiation and conflict situations respect is shown
for the organizations' interests and that neither party acts in a way that weakens the other's position.

Chapter Il - Right and obligation to negotiate

2.1 Prohibition of industrial action

Where there is a collective agreement, a work stoppage or other industrial action must not take place. If a
dispute arises about the interpretation of a collective agreement or a claim based on a collective agreement,

the matter will be decided by the Labour Court, if the parties cannot agree according to the rules in section 2.2 —
2.4,

2.2 Local dispute resolution

All disagreements should be resolved at the lowest possible level in the organization. When the shop
stewards have something to say, they should approach the employer or his representative at the facility
directly. If disagreements arise with the employer's representative at the facility, the parties should try to
record the facts that form the basis of the disagreement.

Any disputes within the company are resolved through negotiations between the employer's representative
and the Labor Committee (AU). These negotiations shall result in a negotiation protocol, which shall be
signed by both parties.

2.3 Local negotiations between the organizations

If no agreement is reached during negotiations pursuant to clause 2.2, the parties to the collective agreement,
or both central organizations, may agree to continue negotiations on site after a responsible representative
from each organization has been summoned.

2.4 Dispute negotiations between the main organizations

If no agreement is reached during negotiations pursuant to sections 2.2 and 2.3, or if such negotiations do

not take place, or if there is a dispute between the organizations, each party has a duty to bring the dispute
before SAFE and the Norwegian Shipowners' Association, or the sub-organizations they authorize.
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2.5 Contact with the other organization's members

The main organizations or their sub-organizations are not permitted to enter into direct contact with the
other organization's members regarding pay and working conditions without the agreement of the other
organization.

2.6 Negotiation meeting deadlines

A negotiation meeting, central or local, shall be held as soon as possible and no later than 14 days
after one of the parties has made a written request for it. This provision does not prevent meetings/
discussions from taking place digitally when it is appropriate and the parties agree to it.

2.7 Negotiation language

Unless the parties agree otherwise, all written contact between the parties and negotiations where minutes are
kept shall be in Norwegian. This does not prevent representatives participating in the negotiations from using a
language other than Norwegian, but translation shall then take place immediately.

Chapter Il - Elected officials

3.1 Local elected representatives

At each workplace where SAFE has members, a workplace representative shall be elected
for the organized employees. Locally, it may be agreed that a representative for the resource
pool will be elected where the membership base and the size of the pool so dictate.

The number of workplace shop stewards should be adapted to the number of employees organized in
SAFE, preferably distributed among the crews so that there is at least one shop steward on board at any
time. The number of workplace shop stewards with rights under the main agreement is agreed between
the company and the local union. However, this does not prevent SAFE from electing more workplace
shop stewards without such rights.

If no agreement is reached locally, each party has the right to bring the matter before the central
organizations. If no agreement is reached there either, the matter will be decided by a board as mentioned
in section 15.3.

3.2 Company shop stewards

The local union board is considered to be company shop stewards.

3.3 Working Committee (AU)

The association's chairman, deputy chairman and secretary represent the association towards the company
and are called the working committee. The association decides in each case whether these three persons
shall represent the association individually, together or together.

This does not limit the local union's right to have more deputy leaders and secretaries, for example when

the composition of the membership makes this desirable. It may therefore be the matter at hand that
determines the union's choice of who will constitute the working committee.

SOCKSAFEE2022
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In the absence of the chairman, the deputy chairman, or in his absence, the secretary, acts.
3.4 Size of the trade union board

The size of the union's board is agreed upon between the local parties and should reflect the employees' democratic
rights so that the number of board members is adjusted to the size of the company.

A trade union board with rights under the Basic Agreement shall not exceed 12 members.

3.5 Study equality and social representative

Among the union's representatives, a study representative may also be elected who will take care of vocational
training in agreement with company management, as well as professional information activities.

Before training measures are initiated, the student representative shall be consulted. An equality representative and
a social representative may also be elected from among the union's representatives. Where a social representative
is elected, this representative shall assist the employees in matters of a social nature that are related to conditions
at the company/group.

3.6 Who can be a shop steward?
Shop stewards shall be elected from among recognized skilled employees at the facility, with experience and insight

into its working conditions. They shall, as far as possible, be elected from among employees who have worked in
the company for the past two years.

Employees who are specifically to be the employer's representative - such as employees in a particularly trusted
position as a senior manager at the facility, as a personal secretary to the facility's management or who are to
represent the employer in negotiations about or when deciding on pay and working conditions for subordinate staff
- cannot be elected as shop stewards.

3.7 Shop steward who leaves

If a local shop steward leaves the workplace for which he was elected, he ceases to function as such.

If a shop steward leaves the company, all positions cease.
3.8 Notification of election of shop steward

The company must, within 14 days, provide written notification of the names of those who have been elected as
shop stewards and the same for the company shop stewards. An employee cannot be required to be
recognized as a shop steward until such notification has been given. Until notification of new elections has been
received, the previous shop stewards will be considered shop stewards.

1.9 The concept of shop steward

Where the term "union representative” is used in this main agreement, it means an union representative pursuant
to this chapter.

Employees are not permitted to choose others to act in place of the elected shop stewards in matters that fall under
their jurisdiction.

SOCKSAFEE2022
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Chapter IV - Joint declaration of the parties on shop stewards

4.1 Joint declaration on shop stewards' working conditions

The parties agree that it is of crucial importance for good conditions in the workplace that cooperation between
the company's representatives and the shop stewards takes place in rational and reassuring ways. The shop
stewards shall be enabled to carry out their duties under the Basic Agreement, applicable legislation and as
shop stewards in the company for their organization, in an effective manner.

4.2 Duties of shop stewards and employers

The shop stewards, like the employer and the person who acts on behalf of the company towards the
employees, have a duty to do their best to maintain calm and good cooperation at the workplace. This applies
during work and during conferences between the company and the shop steward, when providing information
to their own organizations, when informing colleagues and when acting towards the other party's organization.
The same applies when performing other functions as a shop steward.

Like the employer, the shop stewards shall ensure that the obligations incumbent on the parties under the
collective agreement, work regulations and applicable legislation are complied with to the extent that these
tasks are not specifically assigned to other bodies. It is therefore incompatible with the employer's and shop
stewards' obligations to incite or contribute to unlawful conflict.

Shop stewards are also not allowed to resign from their positions in connection with such a conflict.

4.3 Approval and rights

The employee representatives in the company are approved as representatives and spokespersons for the
organized employees. Organized employees in this context mean employees organized in SAFE who are
directly covered by this agreement and for whom dues shall be deducted.

Shop stewards have the right to handle and seek amicable settlement of grievances that individual employees
believe they have against the company or that the company believes they have against individual employees.

4.4 Shop stewards' right to commit.

The Works Council (AU) has the right to bind the employees on issues that concern the entire workforce or
groups of employees to the extent that a collective agreement does not prevent this. It is a prerequisite that the
central company shop stewards, if they consider it necessary, present the matter to their members before
taking a position on the issue.

The company must receive a response without undue delay.

All shop stewards have the right to handle and seek to settle amicably matters and grievances that individual

employees believe they have against the company or that the company believes they have against individual

employees, including matters where shop stewards have been assigned tasks pursuant to the collective
agreement and applicable laws and regulations.

4.5 Negotiation representation and powers of attorney

For negotiations with shop stewards, the employer may meet either in person or through

SOCKSAFEE2022
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representative he appoints within the company management. The employer or his representative may summon
other members of the company management to take part in the negotiations. They

shop stewards may summon representatives from the affected employees, and group shop stewards in matters of
a group nature. Where there is only one shop steward, or only one present, the person concerned may also bring
another employee to the negotiations.

Company and employee representatives must have the authority to conduct genuine negotiations.

4.6 Working conditions and remuneration for shop stewards

The shop stewards shall be given the necessary time to perform their duties in accordance with the Basic
Agreement within ordinary working hours without loss of income.

In discussions pursuant to this section, consideration is given to the possibilities of the workplace, the company's
size, structure, technical and commupéeaiigmteehnology equipment, orghaizatienal affiliatidormaltestale bargaining
areas or similar.

Shop stewards shall have access to information and communication equipment to the extent that is customary in
the workplace. If the size of the union makes this necessary, it shall be provided with its own office that is equipped
in accordance with the usual standards in the company/workplace.

For meetings between representatives of the company and the shop stewards, as well as for other tasks the shop
steward has in accordance with the Basic Agreement and which fall within their working hours, time off is granted
without loss of income, including fixed supplements and night supplements.

When such meetings fall on offshore employees' free time and during free periods, the minimum payment is made
in accordance with clause 9.2 of the collective agreement for mobile installations and platform drilling on the
Norwegian continental shelf. In such cases, the company pays the transport costs in connection with necessary
travel to and from the workplace and/or the individual's home. If the meeting is scheduled in such a way that
overnight accommodation is necessary, the company shall cover the necessary board and lodging.

For annual meetings and employee representative conferences, please refer to section 4.9.
4.7 Agreement on shop stewards on board

The parties agree that conditions shall be created for shop stewards to be able to carry out their work as shop
stewards at the facility.

If one of the parties so wishes, an agreement shall be made locally in the company on the terms and conditions
that shall apply to work as a shop steward during ordinary working hours. In discussions pursuant to this section,
consideration shall be given to the facility's capabilities, the size of the company, organizational affiliation, etc. The
terms and conditions for shop steward work shall be adjusted to the scope of the work and taking into account any
agreement entered into pursuant to section 4.8 "Agreement on full/part-time shop stewards"
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4.8 Agreement for full/ part-time shop stewards

If one of the parties requests it after the joint declaration on shop stewards, local negotiations shall be held on
terms and conditions for shop steward work other than what is otherwise mentioned in the Main Agreement,
including questions about full/part-time work for shop stewards.

Such an agreement shall regulate the salary/working conditions for the shop steward as well as matters related
to travel, any accommodation, and practical arrangements as described in section 4.6.

The shop stewards shall be given the necessary time to perform their duties in accordance with the Basic
Agreement within ordinary working hours without loss of income.

The position of trust shall not result in the full-time/part-time shop steward receiving a lower income (including
overtime and night allowances, course and meeting allowances, as well as fixed and variable allowances
according to the collective agreement) than the average for the best-paid half of the group of employees at the
facility from which the shop steward comes. When calculating average income, 8.35% shall be added

to the wage rates for those who use a working time arrangement with 1,460 hours per year as the regulatory
wage.

If a shop steward so wishes, an agreement shall be made that the following arrangement shall be used instead;
The trade union position shall not result in the shop steward receiving a lower income in full/part-time (regulatory
salary based on 1,460 hours per year with a 7% increase on the wage rates). Loss of overtime and compensation
for additional work shall be compensated with a minimum increase of 12%.

Full-time/part-time shop stewards must be able to arrange their own working hours when they work on land.
However, they must have an annual working time corresponding to the company's land administration, unless
the company and the shop stewards agree otherwise.

Full-time/part-time shop stewards shall have the right to return to their previous position when they cease to be
shop stewards. When returning to a previous position, the company and the shop steward shall cooperate in
arranging for any necessary qualification in line with the development that has occurred in the position during the
period. When the necessary competence/requirements for the position are available, the person concerned shall be
placed in a fixed rotation if this was the situation at the time the position began. Seniority, pension and salary shall
be calculated as if they were in their position for the entire period they worked full-time/part-time. Full-time/part-time
shop stewards shall also be assessed on an equal footing with other employees when hiring personnel (promotion)
to a higher position. Such an assessment shall take place on an annual basis.

For shop stewards who follow a contingency plan, a separate agreement must be created that safeguards the
intentions of this chapter.

If no agreement is reached locally on agreements pursuant to clauses 4.7 or 4.8, each party has the right to
bring the matter before the central organizations. If no agreement is reached there either, the matter shall be
decided by a board as mentioned in clause 15.3.

4.9 Union annual meeting/ shop representative conferences

The union may hold one 2-day annual meeting and one 2-day shop steward conference during the year. The
union's board members and the local shop stewards meet at the annual meeting and shop steward conference.
Within this framework of those entitled to attend,

SOCKSAFEE2022
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the union may choose to convene young members instead. Alternatively, the union may choose to replace one of
the two aforementioned meetings/conferences with a conference for young members. Reference is made to the
provision in section 4.10 regarding leave of absence. The time for the shop steward conference shall be discussed
as early as possible between the union and the company.

Participants are remunerated in accordance with the provisions of section 4.6.

When entering into or renewing a local agreement at the company regarding shop steward work, there is an
opportunity, if the parties agree, to agree that no overtime bonus as stipulated in the aforementioned clause 9.2
shall be paid to shop stewards who attend annual meetings and shop steward conferences during their free period.

4.10 Off duty

The shop stewards in the company and within the trade union shall not be denied leave of absence without
compelling reason when they are summoned to meetings and negotiations by their organization or are to participate
in professional courses or other professional information activities, including participation in professional delegations
or are used as lecturers or when they are to act as course leaders at the organization's professional shop steward
courses. The same applies to employees who are to hold public offices, when these cannot be performed outside
working hours.

The parties agree that expenses for substitutes for shop stewards who should have been on board will not normally
be a compelling reason.

Note: Meetings and negotiations mean:

Federation board meetings, congresses/national meetings, union board meetings, annual meetings, shop steward
conferences, tariff negotiations, and negotiation meetings and discussion meetings pursuant to Chapter Il of the
Basic Agreement, as well as information meetings pursuant to Chapter V of the Basic Agreement. Participation in

other meetings by virtue of one's position as shop steward, other than those mentioned here, must be agreed with
the company in each individual case.

Employees who are to be trained for positions of trust as mentioned above shall also be given reasonable leave of
absence when they are to participate in professional courses or other professional information activities.

Requests for leave of absence in accordance with the aforementioned provisions must be made to the company's
management as early as possible under the circumstances.

Board members are granted leave of absence without loss of income for a minimum of 4 board meetings of the
trade union per year.
Note 2008:

Employee representatives on the company's board of directors are entitled to leave for training in board work for up
to one week in accordance with the Norwegian Companies Act / offshore board. The elected representative must
have covered lost earnings in connection with a course approved by the company.

Note: The

parties emphasize as strongly as they can the importance of such requests being raised with the company as early
as possible so that, among other things, temporary workers can be provided.

SOCKSAFEE2022
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All shop stewards must take due care to ensure that the business does not suffer damage and that machines are not
stopped in their regular operation.

4.11 Meetings during working hours

When the shop stewards in agreement with the local management, or the AU in agreement with the company, are of
the opinion that particularly important matters at the individual workplace or company require immediate consideration,
permission shall be granted to hold meetings during working hours without deduction from pay, unless particularly
important work-related considerations prevent this. If local management and/or the company rejects a request to hold
meetings as mentioned in this section, the shop stewards may demand to receive written justification for the refusal,
which may be submitted to the main organizations.

4.12 Employer's representative at the workplace

The company's top manager at the workplace is the company's representative to whom shop stewards may
contact unless otherwise notified. If the top manager cannot immediately respond to the inquiries because he
wants to conduct further investigations, he shall do so immediately.

4.13 Employer's representative in the company/group
In a company/group consisting of several workplaces, a representative from the central management of the company

shall also be appointed as a liaison between the employer and the company shop stewards. The company shall notify
the head of the local trade union in writing of the name of the union.

4.14 Orientation and presentation of new employees

The management shall ensure that AU is informed of new hires. How this is done is agreed locally. The company's
local representative shall present the new hires to the site shop steward as soon as possible.

New employees must also be introduced to the union leader and/or the company shop stewards as soon as possible.
If the company arranges meetings for new employees, the union must be informed and given the opportunity to
introduce itself.

Upon request, the company shop stewards shall be provided with a list of employees within the relevant collective
agreement area at the company each month. The list shall include names, place of work and date of employment.

4.15 Access for representatives of SAFE

When central representatives from SAFE wish to access a facility to carry out collective bargaining tasks, the person
concerned shall, after having notified the company management, be granted such access whenever possible. This
does not change the provisions in section 2.5. They shall inform the platform manager of the facility they are visiting of

which collective bargaining tasks
which must be taken care of.

4.16 Access for company/group elected representatives

The company and group shop stewards shall have unhindered access to the company's workplaces.

SOCKSAFEE2022
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to the extent necessary to perform the duties of a shop steward. As far as possible, the company shall
assist in providing such access. They shall inform the manager of the workplace/department they are
visiting who they wish to speak to.

If they have to leave their workplace, they must ensure that their immediate superior is notified.

4.17 Site shop stewards' right to leave work

The other shop stewards shall also be able to perform their duties without hindrance. With permission
from their immediate superior, they may leave their workplace in this regard.

4.18 Transfer of shop stewards

Transfer of shop stewards shall only take place when necessary for operational reasons.
Before a change takes place, the relevant shop steward and the local association must be informed of the
change and the reason for it.

In the event of a permanent transfer (agreement without a time limit), the relevant shop steward and the
union must be informed of the change and the reason for it at least four weeks before the transfer, so that
any disagreement can be recorded and raised with SAFE. Otherwise, the following applies:

the last paragraph of the main agreement, clause 8.3.

4.19 Right to leave for positions of trust in SAFE

In companies where conditions are suitable, employees who are elected to a paid position of trust in SAFE
are given the right to leave without pay for the period they are elected.

4.20 Gross violations of the main agreement

If a shop steward is guilty of a serious breach of his or her duties under the main agreement, NR may
demand from SAFE that the person concerned resign as shop steward. If SAFE does not admit the validity
of the claim, the dispute will be decided by the Labour Court. If a shop steward must resign as a result,

the employees are obliged to immediately elect a new shop steward.

If the employer's representative has been guilty of a serious breach of the main agreement, SAFE may
demand from NR that the person concerned resign as the employer's representative towards the
employees. In the event that NR does not admit the justification for the claim, the dispute will be decided
by the Labour Court. If the person concerned must resign as the employer's representative towards the
employees, the employer is obliged to immediately appoint a new representative. This does not change
the platform manager's responsibility and authority under applicable legislation.

4.21 Termination or dismissal of a shop steward.

Dismissal or dismissal of shop stewards may not occur without objective reasons. Circumstances that
have arisen in connection with the shop steward's legitimate performance of his or her office are not
considered to be objective reasons. In addition to seniority and other reasons that are reasonable to take
into account, emphasis shall be placed on the special position the shop steward has in the company. In
the event of dismissal due to downsizing, the shop steward's situation and role shall be included in the
minutes, cf. section 8.3.
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Chapter V - Cooperation relations

5.1 Objective

In this agreement, the parties have drawn up provisions aimed at facilitating cooperation between the company
and the employees.

For the employees as a whole and the individual, it is of the utmost importance that the bond between the
employee and the company is strong and vibrant, and this is also a necessary prerequisite for an effective
business.

To achieve such a sense of solidarity, it is important to have appropriate forms for discussing common problems
and for mutual information on issues of interest to the company and those employed in it. Through co-influence
and cooperation, employees should contribute their experience and insight to increasing efficiency, reducing
operating costs, improving competitiveness, reducing the burden on the external environment and, within the
framework of current public regulations, designing a more satisfactory workplace and a work organization that is
both efficient and meets the human need for self-development.

In this way, they also help create the economic conditions for the company's continued development and for safe
and good working conditions for the benefit of both the companies and the employees.

For the individual company, it is of the utmost importance that the parties in discussions find practical forms of co-
determination and co-influence in accordance with the intentions and provisions of public legislation and
regulations and in the contractual framework.

The development of forms of co-determination and a better working environment in the company will require
extensive decentralization and delegation of decision-making authority within the company organization. In the
specific work on this, it is important to adapt the forms of cooperation and participation in the decision-making
process to the nature and size of the company, etc. It is assumed that those who participate in the decision-
making process at the various levels in the company have responsibility not only to owners and colleagues, but
to the company as a whole.

5.2 Empowering the parties' representatives

The parties emphasize the importance of both the employees and the company having representatives with the
best possible qualifications for handling cooperation issues.

Within their member areas, the parties will, through information and training activities, seek to enhance the skills
of the parties' representatives for the tasks that are incumbent on them under the Main Agreement.

5.3 Establishment of working groups etc.
When establishing working, project and steering groups that are not a permanent part of the organizational form,

the affected employees shall be ensured real influence. Shop stewards shall be ensured real influence on the
group's composition and mandate.
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5.4 Cooperation on measures for the occupationally disabled

The employer shall cooperate on measures pursuant to Section 13, No. 2 of the Working Environment Act with the
occupationally disabled person and - if the latter consents - with the shop stewards and, if applicable, the rehabilitation
committee in the company.

5.5 Group Committee

In associations of legally and/or administratively independent units (e.g. limited liability companies and/or divisions)
which form financial, and partly also administrative and commercial, units, a group committee shall be established.
The group committee is a coordinating committee of central shop stewards for the units which make up the entire
group, and shall hold discussions with representatives of the group's top management, unless other equivalent
working methods are found. The local parties, with the assistance of the organisations, shall seek to find appropriate
forms of such cooperation. The arrangements which the parties may agree upon shall not interfere with the normal
procedure for handling disputes - cf. Chapter II.

The parties also agree that in enterprises or groups with operations in several countries there is a need for contact
and cooperation arrangements. Reference is made here to the regulations on European cooperation committees, etc.

Group shop stewards shall have the same rights as other shop stewards and are covered by this main agreement.

5.6 Discussions and meetings regarding matters at the company

The company's management shall, as early as possible, discuss with the trade union's works committee (AU) issues
that concern the company's financial and operational position and development, matters that are directly related to
the workplace and daily operations, the use of hired labor, outsourcing of work, and the general wage conditions at
the company.

Furthermore, the company must discuss with AU changes that are of importance to the employees and their working
conditions, including important changes in production systems and methods, employment issues, including plans for
expansions and reductions, mergers, demergers, full or partial sale of the business, closure or legal reorganization.

5.7 Monthly discussion meetings

Such meetings, cf. Section 5.6, shall be held as early as possible and at least once a month unless otherwise agreed,
and otherwise when the elected representatives request it.

5.8 Duty to provide information to shop stewards at subcontractors

The company must also ensure that shop stewards at any subcontractors receive similar information as mentioned in
5.6.

5.9 New owners of the business
The company's management shall arrange for a meeting between the elected representatives and the new owners

regarding the transfer.
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If the company is considering closing down the business, possible further operations, including whether the
employees will take over the business, must be discussed with the AU in the trade union.

In the event of a change of ownership in a limited liability company, management must, as soon as it becomes
aware of it, inform the elected representatives if the acquirer takes over more than 1/10 of the share capital or
shares representing more than 1/10 of the votes in the company, or becomes the owner of more than 1/3 of the
share capital or shares representing more than 1/3 of the votes.

Management must help new owners inform employees of their plans as quickly as possible.

5.10 Collaboration in groups

If plans for expansions, reductions or restructuring may also have a significant impact on employment in companies
within the group, the group management shall discuss these issues as early as possible with a coordinating
committee of shop stewards in the group, regardless of whether the companies are bound by a collective
agreement. The group management may summon representatives of the management within the companies
concerned. Such discussions shall also take place on issues concerning the group's financial and production
position and development.

Employee representatives shall be given the opportunity to present their views before the Group Management
Board makes its decisions. In cases where the Group Management Board finds it impossible to take into account
the employee representatives' submissions, it shall justify its view. Minutes of the conferences shall be drawn up
and signed by both parties.

SAFE and NR emphasize the importance of a decent and sustainable working life. In this regard, the parties refer
to the principles underlying the OECD Guidelines for Multinational Enterprises and the UN Global Compact.
Relevant companies are encouraged to base their operations at home and abroad on such principles.

5.11 European cooperation committees

The parties also agree that in enterprises or groups with operations in several countries there is a need for contact
and cooperation arrangements. Reference is made here to the current regulations on European cooperation
committees, etc.

5.12 Contact meetings with the board of the owner company

In a company owned by a company (limited liability company, cooperative, etc.), a contact meeting shall be held
between the board and the shop stewards when requested to do so, unless the parties agree to another
arrangement. The meetings shall strengthen cooperation and trust by discussing issues of interest to the company
and the employees and give the shop stewards the opportunity to present their views directly to the owner's
representatives on the board. As many board members and shop stewards as possible should participate. The
company's manager or his/her deputy shall participate in the meetings and shall convene and arrange them.

The meetings shall not interfere with the rules for handling disputes, cf. Chapter Il. Minutes shall be drawn up from
the meetings and signed by the parties.
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5.13 Access to company accounts

The company's accounts shall be submitted to AU upon request. The annual report shall be submitted to the union
representatives as soon as it has been approved.

The shop stewards shall also be given access to matters relating to the company's financial situation to the extent
that the shop stewards need such information to safeguard the interests of the members.

When introducing wage systems in companies that require insight into economic conditions that are important to the
system, the shop stewards must have insight that makes this possible. The same applies to wage systems that are
based on job evaluation.

The shop stewards should be involved when the criteria for such a system are developed.

Financial statements refer to accounts that are required to be submitted to authorities and/or shareholders.

The company may, if necessary, impose on the shop stewards a duty of confidentiality regarding information they
have received about the company's financial situation pursuant to this section. Such a duty of confidentiality also
applies in relation to the shop stewards' members.

5.14 External advisor

If the shop stewards wish to use an external consultant, the company's management must be informed of this. Shop
stewards can discuss whether the company should cover the costs in whole or in part. If the shop stewards, in
agreement with the company, use a consultant to review accounts, annual accounts, etc., the person concerned must
have access to the necessary material and information.

If the advisor is given access to confidential information, it must not be used outside the assignment.

5.15 Duty to provide information

The parties point out that the duty of information under Chapter V is based on the employees' natural and statutory
requirement to receive information about their future work situation, and their elected representatives' ability to
safeguard their interests in this regard.

The central organizations would therefore point out the necessity for the parties in the individual company to take this
information obligation seriously.

The AU must be informed in advance and as early as possible about matters concerning working conditions that the
company wishes to inform all or part of the workforce about at a meeting or by posting.

5.16 Violation of the rules on information obligations and discussions

The main organisations emphasise the importance of compliance with the provisions of the Main Agreement on

information and discussions. The parties have therefore found it appropriate to establish a framework of rules that
ensures this.
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In the event of a serious breach of the rules on information and discussions in the General Agreement, Chapter V
(sections 6 — 10), a fine may be imposed in accordance with the provisions of this section. If the shop stewards
receive confidential information in accordance with the rules in Chapter V (sections 6 — 10 and 13), serious
breaches of the shop stewards' duty of loyalty shall be dealt with in accordance with the rules in this section.

If it is alleged that there has been a serious breach as mentioned in Section 2, the parties shall follow the
procedural rules set out in Chapter 2 of the Main Agreement.

If the parties have concluded negotiations pursuant to Chapter 2 of the Main Agreement, and there is disagreement
as to whether there is a breach as mentioned in Section 2, the organizations may, within 1 month after the
conclusion of the negotiations, bring the dispute before the board referred to in Section 6.

If it is clear by agreement that there has been a serious breach of these provisions, the parties may agree on the
sanctions to be imposed. If the parties do not agree on sanctions, one of the parties may bring the dispute before
the Sanctions Board in accordance with Section 6 below.

The parties shall jointly appoint a committee consisting of five members. The parties shall each appoint two
members. The chairman of the committee shall be appointed by the National Mediator.

Rules for the proceedings are determined by the tribunal.

The board shall give reasons for its decision and may impose a fine. When determining the amount of the fine,
emphasis shall be placed on the guilt shown, the seriousness of the violation, financial capacity and other
circumstances. Emphasis shall also be placed on whether the defendant has corrected or attempted to correct the
alleged serious violation. The fine may not exceed NOK 300,000.

The tribunal decides the case with final effect.
The term of office of the tribunal corresponds to the main agreement period.

The fine shall accrue to the central organizations' information and development funds and be divided equally
among them.

The provisions of this section do not imply any restriction on the parties' right to claim compensation for other
financial losses.

Protocol addition:

The parties agree that this point has been introduced as a trial arrangement during the main agreement's

agreement period, and that the parties shall evaluate the experience with the provisions before the end of the
agreement period.

Chapter VI - Training and leave for education

6.1 Work environment training

Employee representatives in the working environment committee, safety representatives and first-line supervisors
within each safety area shall be provided with training in accordance with this provision. New personnel who are
to receive training should have commenced basic training within 3 months,

and in any case within 6 months.
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The basic training shall provide training in working methods in safety and environmental work, insight into the
Working Environment Act and knowledge of factors such as noise, ergonomics, lighting, climate, hazardous
substances, organization and adaptation of work, psychosocial conditions such as bullying and sexual harassment
and accident prevention. The training shall, as far as possible, be based on the participants' own working
environment, and promote cooperation with safety and health personnel. Preferably, the training material that has
been prepared by the parties jointly shall be used, but other material may be used. All personnel covered by this
agreement shall undergo basic training lasting at least 40 hours.

Additional training shall be provided in subjects that are of particular importance to the working environment in
the individual enterprise. In this connection, special opportunities shall be provided for further training of the
chief safety representative.

The working environment committee prepares an annual plan for environmental training in the company, which
is part of the company's action program for improving the working environment. The plan shall include who will
receive training, what training will be provided, and who will be responsible for ensuring that the training is
provided. The company management may authorize the working environment committee to determine the
implementation of the training.

Training shall preferably take place during working hours. If conducting training during ordinary working hours
would pose a significant obstacle to the company, the training may take place outside of ordinary working
hours. The employer shall cover all expenses in connection with training under this agreement, such as course
fees, any accommodation and travel expenses and lost earnings. Travel and accommodation expenses should
be kept as low as possible.

Employees who are not employed full-time shall be paid for the number of hours the course lasts.

If the training is done during free time, wages shall be paid as for ordinary working hours without overtime pay.

6.2 Competence development

Continuing and advanced education is a particularly important tool in developing a company's competitiveness.

The individual company shall present its goals for future development as a basis for mapping the need for
competence. It is the company's responsibility, in cooperation with the employees, to carry out the mapping
and initiate any measures. The mapping is usually updated once a year. Where there is a gap between the
company's current competence and future needs, this is assumed to be covered by appropriate training
measures or other means. The costs of continuing and further education in accordance with the company's
needs are the company's responsibility. The company and the employees are all responsible for ensuring that
any competence gaps are satisfactorily covered.

6.3 Leave for education
If full or partial leave is necessary in connection with education that is of value to both the individual

and the company, this shall be granted unless special reasons prevent it.

Employees who have been in the workforce for at least 3 years and who have been employed by
the employer for the last 2 years are entitled to educational leave in accordance with AML § 12-11.
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When processing such leave applications, all employees or groups of employees shall be assessed according to the
same criteria, also with regard to any financial support.

Employees who, on their own initiative and based on their own wishes and needs, have secured funding for their own
continuing education and training should be granted leave unless financial or production reasons prevent this.

Applications for leave should be responded to within 3 weeks. If the application is rejected, reasons must be given.

When an employee returns to the company after completing an education of up to 3 years' duration, the employee has — if
this is practically possible — the right to a job that is equivalent to the one the person had before the education began. If
the education lasts more than 3 years, a separate agreement is made regarding the type of work the person will return

to.

Employees who are on educational leave and who interrupt their education have the right to return to work in the company
as soon as this is practically possible.

The provisions here do not restrict rights set out in Chapter 12 of the Civil Procedure Code.

Chapter VII - Special agreements

7.1 Validity of special agreements

Written special agreements on wages or working conditions entered into between the company management and the employees'
representatives are binding on the parties until they are terminated by written notice. This does not apply, however, if the special
agreement is in conflict with the collective agreement that has been established for the company in an organizational manner.

7.2 Expiration provisions for special agreements

A special agreement may be terminated at any time with at least 1 - one - month's notice unless otherwise stipulated in the
special agreement or collective agreement. It is assumed that negotiations have been conducted before termination takes place,

or that negotiations have been required and have not been concluded within 14 days.

7.3 Special agreements that follow the collective agreement

Special agreements that have been agreed or assumed to apply as long as the company's collective agreement is in effect will
continue to apply for the next collective agreement period, unless it has been agreed during a collective agreement review that
the special agreement should be repealed or amended.

If the special agreement has the same duration as the company's collective agreement, local negotiations may be required
during the collective agreement period to revise the special agreement. If no agreement is reached, the matter may be brought
before the organizations pursuant to sections 2.3 and 2.4 of the Main Agreement. If agreement is still not reached, each of the
local parties may, with the same notice period as for the collective agreement, terminate the special agreement at the expiration
of the collective agreement.

Section 6, no. 3, last paragraph, of the Labour Disputes Act applies accordingly to the termination of a special agreement that
follows the company's collective agreement. The wage and working conditions that follow from the special agreement therefore
apply as long as negotiations and mediation on a new collective agreement are ongoing.
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Chapter VIII - Employment issues

8.1 Collaboration

In this agreement, the parties have drawn up provisions aimed at facilitating cooperation between
the company and the employees/union.

8.2 Misconduct

Employees are not obliged to work with or under the direction of persons who have shown such
improper conduct that, according to general opinion in the working world or in society at large, they
should be required to be removed. If such circumstances arise, discussions shall be initiated
between the parties as soon as possible. If these discussions do not lead to an agreement, a work
stoppage or other form of industrial action shall not take place, but the dispute shall be dealt with
further in accordance with the rules in Chapter II.

8.3 Employment, working conditions, termination and dismissal.

Before the company makes decisions on matters concerning the employment and working conditions
of employees, this shall be discussed with the shop stewards. In cases where the company
management does not find it possible to take the shop stewards' submissions into account, it shall
justify its view. Minutes of the conferences shall be drawn up and signed by both parties.

In cases covered by this section, the works committee shall be informed of the reason for the
disposition and the legal, financial and employment-related consequences that the disposition is
expected to entail for the employees.

If a company wishes to implement such changes to existing employment conditions and SAFE claims that
this would be contrary to the collective agreement, SAFE may, without undue delay, raise the matter with NR.
the question of postponing implementation until a negotiation meeting between the main
organizations has been held. Such a meeting shall, in such case, be held within 1 week of a written
request being made.

8.4 Company seniority in the event of workforce reductions

In the event of termination due to reductions/restructuring, company seniority shall be followed, other
things being equal. If the company, in connection with reductions in the workforce, finds reason to
deviate from seniority and AU is of the opinion that this is not objectively justified, the issue may be
brought up for negotiations between the organizations.

If the AU demands negotiations within 3 days of the conference being held, the disputed terminations
will be suspended until negotiations have been held between the organizations.

8.5 Notice period in case of lack of information

If the information obligation is not fulfilled in relation to what is relevant to the termination, the
employee who is terminated is entitled to 2 months of regular earnings from the day the shop
stewards were informed of the termination, even if the resignation occurs at an earlier time.

If an employee who is dismissed has a notice period longer than 1 month until the end of a calendar
month, the employee is entitled to at least 3 months' salary (regular earnings).
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8.6 Preferential right to new employment after reductions

When hiring new employees in the first year after reductions have been implemented, employees who had to
resign shall have priority for employment unless there is a factual reason to deviate from this, as stipulated in
the legislation.

Previously accrued seniority will be retained. In the event of deviation, prior consultation with the elected
representatives will be required.

8.7 Announcement of vacant/newly created positions
The employer must provide information about vacant positions in the business, cf. AML Section 14-1.

Chapter IX - Layoffs

9.1 Terms

Layoffs can be made:
1 When the parties have reached an agreement in accordance with clause 4.4.

2. When accidents, natural events or other unforeseen events necessitate the complete or partial suspension
of operations.

3. When a conflict involving some of the company's employees results in others
workers cannot be employed in a rational manner.

4. When objective reasons otherwise make it necessary for the company. Lack of employment
may be a valid reason, cf. however, section 9.4.

9.2 Principles

All other things being equal, layoffs are made according to seniority in the company within the individual
collective bargaining area on the Norwegian continental shelf. This provision does not prevent the use of
rolling layoffs.

Companies that have multiple facilities within the same tariff area on the Norwegian continental shelf, or have
assignments on multiple facilities, must reassign employees to the other facilities, if necessary to displace
employees with shorter seniority on the other facilities.

This does not apply if the company at the time of layoff indicates that the layoff period will be of a shorter
duration than 12 weeks. In such cases, layoffs may be implemented at the facility in question alone. If it later
becomes apparent that the layoff period will nevertheless be of a longer duration than 12 weeks, the company
shall, unless the parties agree otherwise, immediately reassign the laid-off employee with the longest seniority,
if necessary to displace employees with shorter seniority at the other facilities.

In the event of layoffs, the company shop stewards shall be considered to have the longest seniority in relation
to this point.
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9.3 Notice of layoff

In the event of layoffs, 14 days' written notice shall be given by registered letter to the individual
employees, unless the shop stewards and the company agree on another appropriate arrangement, e.g.
notice by posting in an easily visible place on the facility.

The notice period is calculated from 2400 on the day the notice is given.
However, in the event of layoffs in accordance with clause 9.1 no. 2, the notice period shall be 2 days.

The deadline mentioned in the first paragraph of this section does not apply if the agreement or work
regulations allow for shorter notice.

The deadline also does not apply to layoffs due to a conflict in another company or a conflict in the
company's own collective agreement. However, in these cases, the company is also obliged to give as
much notice as possible.

In the event of an unauthorized absence of such an extent that it deprives the company of the opportunity to
employ employees in an economically justifiable manner at the same facility or in other work within the company,
the deadline mentioned in the first paragraph of this section shall also not apply.

9.4 Duty to confer with shop stewards

Before notice of layoff is given, a conference shall be held with the AU in accordance with the provisions of this
chapter. Minutes shall be drawn up from the conference and signed by both parties. The same applies if the
company, upon reinstatement after layoff, will follow rules other than those followed when the layoff was
implemented.

When, according to the rules in section 9.3, employees are to be given a period of time before the layoff is
implemented, the period shall not begin to run until such conference has been held.

9.5 Form and content of the layoff notice

The notice shall state the start of the layoff period (cf., however, the provisions on conditional notice) and
its probable length. If this is not possible, a time shall be set at which the need for continued layoff will be
discussed with the shop stewards. This shall take place no later than two months and thereafter at least

every other month.

Notification in connection with a conflict at the company (section 9.1 no. 3) shall, as far as possible, state
which employees will be affected by the possible layoff, and the individual employees who are laid off
shall be given specific notice as far in advance as possible.

Note:

The parties point out that the layoff institute is based on an assumption of temporary duration. The parties
therefore emphasize the necessity for the company and the AU to assess whether the conditions for
continued layoffs are present, or whether dismissals must be implemented.

9.6 Failure to meet notification deadlines
If the company implements layoffs without complying with the notice periods mentioned in section
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9.3. it shall pay the employees normal profits until the expiry of the notice period.

9.7 Certificate of dismissal

When employees are laid off, they shall, upon request, be provided with written proof from their employer.
The proof shall state the reason for the layoff and, where possible, the start and likely length of the layoff
period.

9.8 Connection to employer

When employees are laid off in accordance with these provisions, they are still connected to the company and have
the right and obligation to start working for the company again as long as the employment relationship has not been
formally terminated in accordance with otherwise applicable rules.

9.9 Notice period for long-term layoffs

If an employee who has been laid off for more than 3 months and until further notice resigns to move to
other work, he may resign without notice.

9.10 Work obligation during notice period

If the company terminates the employment relationship during the layoff period, the employee is obliged to
perform work for the company during the notice period unless a new employment contract has been entered
into that prevents this. If the obligation to work ceases for this reason, payment for the notice period ceases.
9.11 Employees who are not reinstated

If an employee whose employment relationship has not been terminated during the layoff period is not
reinstated after the layoff period has expired, the company is obliged to pay the employee's salary for the
applicable notice period.

9.12 Notice upon re-entry of employee with other work

Employees who have other work during the layoff period must be given reasonable notice before returning
to work.

9.13 Termination of employment

The rules in this chapter do not prevent the employer or employee from terminating the employment
relationship in accordance with other applicable rules.

Chapter X - Final Certificate
10.1 Employees who leave after legal termination

When an employee leaves a company after a legal termination, whether at his own request or due to
dismissal, regardless of the reason, he must have a certificate stating how long he has worked for the
company. The certificate must also state which positions/job duties he has held in the company.
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10.2 Final certificate after dismissal
Employees who are dismissed are also entitled to a termination certificate, but the employer may state on the
certificate without further explanation that the employee has been dismissed. If the employee so wishes, the employer

must first confer with the union representatives.

Chapter Xl - Safety representatives and chief safety representatives

11.1 Facilitation of safety work

Safety work shall be organized and conducted in accordance with the provisions of applicable legislation. Conditions
shall be provided for the elected safety representatives so that the intentions of the legislation and this chapter are
complied with.

11.2 Transfer of safety representatives

Safety representatives should only be transferred when necessary for operational reasons.

Before the change takes place, the relevant safety representative must be informed of the change and the reason for
it.

In the event of a permanent (unlimited-time agreement) transfer, the relevant safety representative and the trade
union must be informed of the change and the reason for it at least four weeks before the transfer, so that any
disagreement can be recorded and raised with SAFE.

11.3 Cooperation between safety representatives at multiple employers

The safety representatives for contractor, operator and subcontractor companies shall cooperate when it comes to
resolving problems where multiple employers are involved.

This provision neither supersedes nor interferes with the safety representative’s rights or responsibilities under the
law and/or regulations.

11.4 Election and number of safety representatives

Regarding the number, presence and election of chief safety representatives, reference is made to the legislation.
11.5 Coordinating safety representative in case of serious accidents offshore

In the event of serious accidents offshore, and if the accident is of such a nature that public authorities find it
necessary to go offshore, the coordinating chief safety officer shall be contacted as early as possible and given high
priority with regard to transport to the accident site.

11.6 Safety representative remuneration.

Safety representatives shall be paid overtime in accordance with applicable overtime rates when they must undertake
safety work outside of regular working hours. This does not apply to training courses.

11.7 Coordinating chief safety representative and/ or full-time/ part-time chief safety representative

Full-time/part-time chief safety representatives have the same conditions and remuneration as full-time/part-time shop
stewards.
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11.8 Election of coordinating chief safety representative

To coordinate the safety service in companies where there are several chief safety representatives, a coordinating chief
safety representative (KHVO) can be elected with rights as an HVO according to the provisions of the Working
Environment Act and section 11.7.

Especially in companies with multiple units within the scope of the main agreement, it is important that the coordinating
role is taken care of by deploying sufficient resources.

The coordinating chief safety representative is appointed by the trade union where it organizes more than half of the
employees with the right to vote in the election of safety representatives. If two or more trade unions together organize
the majority, they appoint the coordinating chief safety representative. If no trade union alone or together with others
organizes half of the employees, the coordinating chief safety representative is elected by the chief safety representatives.
Anyone who is eligible to be elected as the coordinating chief safety representative is also eligible to be elected as the
coordinating chief safety representative.

Chapter XII - Working environment committee

12.1 Working environment committee in general

The working environment committees (AMU) shall be organized and operate in accordance with applicable legislation.

Conditions must be created for the working environment committees so that the intentions of the legislation are complied
with.

12.2 Representation

The employer and employees shall be represented as provided for in the legislation.

12.3 Remuneration for meetings in AMU

When meetings of the working environment committee take place during a member's regular working hours, the member

shall not have any deductions from his/her salary. For meetings during the individual's free time on board, the person
concerned shall be paid as for safety meetings under the collective agreement. If such meetings fall within

Offshore employees' time off is paid with overtime for time spent, but a minimum of 4 hours.
Alternatively, a locally agreed payment is made as stipulated for shop stewards who attend annual meetings and shop
steward conferences.

Chapter XIIl - PERSONNEL ARCHIVES AND CONTROL MEASURES

13.1 Registration of personal data

Shop stewards have the right to be informed about the company's use of the personnel archive and about the measures
the company has taken to ensure that the archive is not accessible to unauthorized persons.

The personnel file shall be treated confidentially. The rules that are practiced, including those regarding the employee's
right of access, must be in accordance with provisions set out in legislation.

13.2 Design of control measures

The need, design and implementation of internal control measures shall be discussed at the company.
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Chapter XIV - Quota Drawing

14.1 Quota deduction

The company shall ensure that ordinary and extraordinary union dues are deducted from the employees
who are organized in SAFE for the period during which they receive wages. The shop stewards shall submit
to the company a statement of the organized employees to whom the deduction scheme shall apply if the
shop stewards or where shop stewards have not been elected - SAFE requires it. The shop stewards and
their organization are responsible for ensuring that the statement is correct at all times.

14.2 Contents of pull lists

Where practically possible according to the company's computer system, the deduction lists shall contain
the social security number, name, amount deducted, place of work, position and messages. Under the
heading messages, it should be stated whether registered during the period, terminated during the period,
to or from first military service/civilian service, deducted to date, transfer to disability pension, old-age
pension or AFP and/or other things agreed upon by the parties. Monthly deduction lists shall be sent
electronically if practically possible. Where practically possible, these shall be sent in paper format. For
companies that have problems fully complying with these rules, the parties shall agree on necessary
adjustments. The guidelines must allow for necessary adjustments in companies that cannot fully comply
with them for technical reasons. If no agreement is reached on the guidelines, the matter shall be submitted
to the organizations for decision.

14.3 Liability for incorrect quota deduction

The parties agree that there is no financial liability for NR, the companies or anyone employed by them, for
amounts of dues that may have been neglected to be deducted dues due due to errors or misunderstandings.
SAFE may raise with NR cases where a company, in SAFE's opinion, has not made deductions of dues in
accordance with these provisions.

Chapter XV - New and retiring members of the National Assembly

15.1 New businesses in NR

Companies that enter into NR with all or part of their operations during a collective bargaining period are subject

to the existing collective bargaining agreement between SAFE and NR for the same type of activity if NR or
SAFE requires it.

NR shall, as of 1 February each year, submit an updated list of which member companies have operations
within the parties' collective agreement area(s) and state which companies the collective agreement(s) has
been made applicable to.

When assessing the nature of the business, consideration shall be given to the operating and working
conditions as well as the scope of work, staffing, etc. of the facility or business that may be covered by the
tariff. The designation of the facility or business shall not be decisive, as the primary aim shall be to obtain
the collective agreement that is natural for the business/facility in terms of operations and industry.
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15.2 Deviations from the applicable collective agreement

Where the wage rates of the collective agreement in question cannot naturally be applied immediately, or wage
rates are missing for certain categories, or where special circumstances make it necessary to include provisions
that are not found in the collective agreement being applied, negotiations are initiated between the organizations.

15.3 Dispute Board

If the parties cannot agree on which tariff shall apply as provided for in 15.1 and 15.2
This issue is decided by a panel with a representative from each party and a neutral arbitrator appointed by the
Chief Mediator if the parties cannot agree on the appointment.

The party contesting the collective agreement claim must request that the other party have the matter decided by
such a board within 1 month of the conclusion of the negotiations.

15.4 Changed conditions in business

If changes in the business, the nature of the work or the working conditions mean that the collective agreement in
force is no longer the one that best suits the facility or business, each of the parties may enter into negotiations to
apply the collective agreement that is most natural to use. Disputes about which of two or more collective
agreements can be applied shall be decided by a tribunal decision in accordance with clause 15.3 above.

A facility or business that leaves the Norwegian Maritime Authority during the collective bargaining period is still bound
by the collective bargaining agreements that applied at the time of withdrawal (cf. Section 3, No. 4 of the Labour

Disputes Act). For a foreign-registered mobile facility or business where the employees are not permanently attached

to a Norwegian-registered mobile facility, the collective bargaining agreement immediately ceases to apply when the
facility or business is transferred to another country's continental shelf. For a Norwegian-registered mobile facility,
separately agreed rules apply regarding a new collective bargaining agreement upon transfer to another continental shelf.

Note:

NR clarified that when a foreign registered facility no longer has assignments on the Norwegian continental shelf,
it can no longer be a member of NR, and NR's liability under the Labour Disputes Act thus lapses.

Chapter XVI — Political demonstrations

The parties mutually recognize the right to carry out political demonstrations.
There is a prerequisite that the purpose of the action is not to force changes in the contractually agreed conditions.

Political demonstration actions shall be notified in advance. The person instigating the action shall notify the
collective bargaining partner as early as circumstances permit, and shall also ensure that relevant shop stewards
and companies are notified. The notification should state the time of the action, its background and expected
duration. The aim of the advance notification is to give affected parties time and opportunity to arrange themselves
so that the action does not interfere with the ordinary operations of the companies to a greater extent than
necessary.
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The provisions above do not aim to change the legal situation created through the Labour Court's practice regarding
political demonstrations.

Chapter XVII - Conflicts

17.1 Termination of the position

NR and SAFE will, upon collective bargaining revision or upon notice of a work stoppage pursuant to the Labour
Disputes Act, accept as valid notice of termination for the employees a notice exchanged between both organizations.
Both parties undertake to give these notices with at least 14 days' notice. The notice of termination shall be in
accordance with Section 28 of the Labour Disputes Act in form and content.

Notice of resignation (the final extent of the termination) must be given with at least 4 days' notice, and no later than
in connection with a demand for termination of the mediation pursuant to Section 36 of the Labour Disputes Act.

If a mediation proposal is rejected, resignation may be implemented with 4 days' notice, unless the parties agree
otherwise. The notice may be given before the expiration of the response deadline.

17.2 Expansion of conflict.

Notice of any expansion of the conflict must likewise be given by each party with at least 4 days' notice.

17.3 Scope of the termination of employment

SAFE undertakes not to make any termination of employment for employees serving in the position of platform
manager. Termination of employment cannot be granted for facilities outside northern European waters (south of
Brest).

17.4 Termination of space for facilities outside Norway

For installations that are not located in a Norwegian port, Norwegian territorial waters or the part of the continental
shelf that is subject to Norwegian sovereignty, notice of termination of employment may be given at the earliest
when the work stoppage has otherwise occurred in accordance with the rules in section 17.6.

Notice of termination of the position must then be given with at least 14 days' notice.

17.5 Exchange of information upon termination of employment

At the request of the company, the shop stewards in the individual company or SAFE centrally shall provide
comprehensive information within 48 hours on who is covered by the dismissal. SAFE may in this connection request
a complete list of employees covered by the agreement.

The information is final unless the parties agree otherwise.

17.6 Implementation of the work stoppage
The work stoppage applies from 2400 on the day it is notified.
17.7 Transport to shore during work stoppage

Those covered by the termination and who are on board, however, have the right to come ashore at the earliest
possible time without additional transport costs (for transport to
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country), but no later than the end of their normal period of stay. Until departure from the facility, they shall be
cared for in the usual manner.

For those participating in the shutdown, the employer covers return travel from the heliport etc. in accordance with
the individual's normal travel itinerary, even if the return travel time changes.

17.8 Pay conditions during work stoppages

No salary is paid for the period of the work stoppage. The salary is calculated at 1/11 of the monthly salary per
day the person concerned would have been working.

As long as the shutdown work is ongoing, the work stoppage is not considered to apply in terms of wages to those
who are employed.

17.9 Right to take part in a sympathy action

The provisions on the duty to maintain peace in the collective agreements do not restrict the right of companies or
employees to participate in a work stoppage on the Norwegian continental shelf that is initiated in support of
another lawful conflict on the Norwegian continental shelf, when consent has been given by NR or SAFE. Before
consent is given, negotiations shall be held between NR and SAFE.

The negotiation meeting must be held within 4 days of the request being made.
The notice of work stoppage shall be as specified in clause 16.2.

17.10 Support for employees in companies outside the Norwegian Economic Area

In the event of a sympathy strike at companies in the Norwegian Confederation of Trade Unions in support of
employees at companies that are not affiliated with any employer organizations, the notice period shall be 3

weeks. If SAFE declares a sympathy strike among NR's member companies due to a conflict at a company that is
not a member of NR, SAFE shall simultaneously declare a sympathy strike at similar other companies, if such

exist, however, the number of employees included in the sympathy strike at the other companies shall
approximately correspond to the number of employees at the companies organized in the Norwegian Confederation
of Trade Unions.

The central organizations may agree on exceptions to this rule.

The right of SAFE to declare a sympathy strike at companies affiliated with NR in support of demands against
other companies is dependent on the demands not going beyond NR's collective agreements for similar companies.

Termination of employment pursuant to the rules in this section shall be unconditional, unless the main dispute
concerns the right to have working conditions determined in the form of a collective agreement at companies
where at least half of the employees in the part of the business and/or the position level for which an agreement
is required are organized in SAFE.

If the conflict aims to protect the right to organize, SAFE has the right to use conditional dismissal regardless of
the number of members.

The above provisions do not concern the employee's right to strike as part of a lawful boycott.
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17.11 Voting rules for tariff proposals

In any vote, only those who are bound by the agreement shall participate. This provision, however, does not
change the right of each party to lead and conclude collective bargaining and conflicts in accordance with the
laws or statutes that apply to the organizations at any time.

17.12 Agreements on security staffing, etc.

The organizations require the parties at the individual company, or within the individual collective agreement area,
well in advance of the expiry of the collective agreement, to conclude agreements with supplementary provisions
in relation to this agreement regarding safety staffing, the closure and resumption of operations in a technically
and safety-relevant manner, as well as work that is necessary to avert danger to life and health or significant
material damage. Where there are public provisions regarding such agreements, the agreement shall satisfy
these.

Such local agreements shall be drawn up by the company and the company shop stewards. If no agreement is
reached through local negotiations, the matter may be brought before the parties to the agreement.

The parties to the agreement may reject concluded local agreements, although not in violation of the restrictions
on termination of such agreements.

17.13 Duration of agreements on security staffing, etc.

Agreements as mentioned in the previous section apply until a new collective agreement comes into force and until
a new agreement is concluded. The agreement can be terminated with 14 days' notice, however not later than one
month before the expiry of the relevant collective agreement.

17.14 Common provisions

The following common provisions are considered an integral part of the local agreement:
All work shall proceed normally until the time the work stoppage applies.

If the space abandonment is so extensive that operations must cease, the activities shall then immediately begin to
be scaled down to the extent and in the manner that is safe from a safety perspective, possibly based on safety
reasons imposed by the relevant Norwegian or local authorities or operator, and in accordance with the local
agreement entered into. The procedure for establishing safety staffing and the plugging/shutdown program that has
been submitted to the Norwegian Petroleum Directorate shall then be implemented.

If the operator and/or the company so requires, the connection between the well and the drilling facility shall

cease, i.e. risers, guide lines and compensation devices shall be removed and the blowout valve, if applicable,
shall be opened so that the drilling facility can leave the area if necessary. When the well has been plugged, risers
pulled and facilities secured, safety crewing shall be established. The crew shall be demobilized, site abandonment
shall be initiated and repatriation shall be carried out as quickly as possible.

At accommodation facilities, all persons accommodated shall be sent ashore as soon as practicable. Until
departure from the facility, they shall be cared for in the usual manner.

For other activities, such as processing, water injection, etc., the company's established procedures are followed.
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shutdown procedures.

Implemented site vacate takes place when the activity has been completed and safety staffing has been established.

(NR's proposal for an obligation to bring the facility ashore was dropped when NR considered it to be applicable
law. SAFE argued that the duty to work during a conflict does not extend beyond necessary security work. This is
the reason why SAFE refuses to accept an obligation to assist in bringing the facility ashore. The facility cannot be
required to be moved beyond what is necessary for safety reasons.)

For offshore installations, both the company and the employees are obliged to comply with the competent authorities'
regulations on safety manning on board. Where such regulations do not apply, the local agreement shall determine
how the safety manning shall be on the individual installation. In this connection, the installation shall be compared
with similar installations that have publicly stipulated safety manning. The safety manning shall perform work that is
necessary to avert danger to human life or significant material damage or that is imposed by the competent authority.
For installations that are subject to the Maritime Act in relation to maritime matters, it is specifically stipulated that

the platform manager is responsible for assessing what is safe and necessary in this regard.

Protocol input:

By procedure for establishing safety staffing we mean, among other things, a description of the activities that must
be carried out to conduct operations in a safe manner before relinquishment can be implemented, i.e. securing wells
and facilities, shutting down processing facilities, sending guests home on flotillas, etc.

The company shall, as far as possible, ensure that SAFE' shop stewards receive plans/programs for plugging/
shutdown no later than 7 days before the notified resignation or no later than as stipulated for submission of plans/
programs to the authorities. The company shall also continuously inform SAFE' shop stewards of the company's
assessment of the consequences of the resignation.

Requirements in staffing tasks set by the Norwegian Maritime Directorate can be used as a basis for determining
the size and composition of the safety staff, and must be followed where this is mandatory. The Norwegian Health
Authority requires that there must always be a nurse on the facility, unless an exemption has been granted from

this, cf. Section 10 of the Regulations on Health Services in the Petroleum Industry of 12 November 1990. There
must also be a radio operator if this is necessary to have two independent communication lines to shore, as well as
for communication with ships and aircraft, cf. Section 23 of the Regulations on Safety and Communication Systems
of 7 February 1992. Finally, there must be a safety representative among the safety staff, cf. Section 25 and Chapter
VIl of the Working Environment Act. If there is no safety representative among the participants in the safety staff,
one of the participants may be elected as safety representative for the safety staff. It is assumed that the safety
representative has the required competence and training.

In the petroleum industry, safety staffing must also be assessed in relation to the nature of the activity, cf. Section
16 of the Emergency Preparedness Regulations. This means that the methodology used when determining the size
of the safety staffing is the same as in normal emergency planning. The defined hazard and accident situations that
may occur must
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could be handled by available staff. One must therefore take the existing emergency response analysis as a
starting point and identify which defined hazard and accident situations are still relevant after the work
operations have been completed. Which emergency team functions the safety staff should be able to handle
follow from the defined hazard and accident situations. Those participating in the emergency teams must be
competent. Reference is made to the guidelines for safety and emergency response training prepared by NR
and the Norwegian Petroleum Industry Association.

As far as possible, normal shift arrangements should be used to determine who participates in the security staffing.
Swapping of stay periods and fixed shifts should be avoided. If, under otherwise equal circumstances, a choice
can be made between several employees who can fulfill the same function in the security staffing, employees who
are not in conflict should be given priority over employees who are in conflict.

Security work involves carrying out checks and monitoring of security systems, facilities and equipment.
Safety work involves ensuring safety and emergency preparedness functions for personnel and
facilities.

* The safety staff must be able to keep the facility in place.

Safety work may involve keeping the facility clean and tidy.

Safety work does not include maintenance work that is not justified in terms of safety.

Safety work is not about improving the physical condition of the facility.

« If catering has implemented seat renunciation, the employees in the catering section who are part of the
security staff are obliged to only serve the personnel who are part of the security staff.

Chapter XVIIl - Common provisions

18.1 Interpretation disputes

Disputes regarding the interpretation of this General Agreement may be brought before the Labour Court.
Only NR and SAFE have the right to sue under the agreement.

18.2 Relationship between parties

The main agreement applies between the Norwegian Shipowners' Association and registered companies
with associated companies with activities within the scope of the collective agreement on the one hand and
the association of trade unions in the energy sector on the other hand.

18.3 Scope

The main agreement is the first part of all collective agreements entered into between NR and SAFE.
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18.4 Duration

This agreement is valid from November 9, 2022 to November 30, 2025 and thereafter for 3
years at a time unless one of the parties terminates it in writing with 6 - six - months' notice.

Oslo, November 8, 2022

Norwegian Shipowners' Association SAFE

(sign) (sign)

SOCKSAFEE2022
34



Machine Translated by Google

Attachment
Minutes of November 19, 1999 with joint declaration on shop stewards

The parties wanted to emphasize the requirements set by the Basic Agreement to ensure that the shop stewards
are enabled to carry out their duties both in the company and at the individual facility.

In recent years, issues have emerged regarding reaching an agreement on sufficient time and resources for this
work, despite the fact that the industry is now experiencing major changes in organizational plans, working
methods, etc., and regulations.

To ensure the good cooperative relations that the Basic Agreement sets as a prerequisite for the relationship
between the employee representatives and the companies, the parties will ask their respective members to
review their internal agreements in this area.

The parties acknowledge that local circumstances may provide different bases for the agreements, but it is
considered desirable to create guidance for such agreements concerning full-time and/or part-time shop stewards
in the company. The following guidance is not definitive, but is intended as a tool for the local parties to finalize
such agreements to the benefit of both parties.

At least 50 members 0.50 man-years

At least 75 members 0.75 man-years

At least 150 members 1.00 man-years

At least 250 members 1.75 full-time equivalents

At least 500 members 2.00 man-years

At least 700 members 3.00 man-years

In companies with over 400 members, there is an additional office secretary. Members here mean permanent

employees who are directly covered by the main agreement and for whom the company deducts dues.

Protocol addition of 2002 regarding amendment of existing Joint Declaration on shop stewards

In the event of temporary staff reductions due to operational restrictions in the company, the local parties shall
negotiate the extent to which it is deemed necessary to change the company's existing shop stewardship
arrangements. In this connection, the expected duration of the staff reductions shall be taken into account.
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Minutes of 2003 regarding changes to the distribution key in the Joint Declaration on Shop Stewards:

At least 50 members 0.50 man-years
At least 100 members 1.00 man-years
At least 250 members 2.00 man-years

At least 700 members 3.00 man-years

In companies where the number of full-time/part-time shop stewards is currently agreed at 1.5 or more, the number of
positions shall be maintained throughout the collective bargaining period.

Supplement 2010:

In companies with over 1,400 members, a possible increase of one full-time equivalent shall be negotiated if

a demand for this is made.

Minutes of 2012 regarding amendments to the existing Joint Declaration on shop stewards.

New table replaces existing table from 2003;

At least 50 members 0.50 man-years

At least 100 members 1.00 man-years

At least 250 members 2.00 man-years

At least 400 members 2.00 man-years + office secretary

At least 500 members 2.00 man-years + office secretary, alternatively 3.00 man-years
without office secretary

At least 700 members 3.00 man-years + office secretary (the maximum number)

In companies with more than 400 members that as of June 1, 2012 have already employed an office
secretary, this person may be retained regardless of the above-mentioned distribution key.

Other provisions in accordance with the Joint Declaration of 29 June 1998 with subsequent amendments.

Minutes 2012:

Regarding the agreement on full-time/part-time shop stewards, reference is also made to Article 4.8 of the
main agreement.
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