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Hudson understands that we have an obligation to the community to operate in a socially
responsible manner. We believe that corporate social responsibility is best achieved by
embedding the following into all operational aspects of our business: a) our core values;
b) our corporate codes of conduct and ethics; and c¢) policies, procedures and practices
that deliver benefits to our people, community and environment, in addition to our
shareholders.

We are committed to continuous improvement of our business policies, practices and
strategies that impact and/or result in productive and positive outcomes in each of the
following key areas:

Our people

Our community

Our environment

Our business operations

Our People and Community

The World Business Council for Sustainable Development defines corporate social
responsibility (CSR) as:

The continuing commitment by business to behave ethically and contribute to
economic development while improving the quality of life of the workforce and their
families, as well as of the local community and society at large.

Consistent with this understanding, Hudson and its employees support their communities
and causes that are important to them in a variety of ways. Through employee
volunteerism, corporate giving and responsible business practices, Hudson is committed
to making a difference in the world.

Hudson’s CSR Philosophy and Focus

Our community efforts generally focus on the following theme: education and career
enrichment. Funneling our community efforts toward this common theme helps us have
more impact with our community investments and further our brand in a relevant way.
The broad themes of education and career enrichment are a natural extension of our
business mission and also encompass many of the community programs that are already
supported. Some specific examples include:




o Hudson
Asia/Pacific:

e An office raised a total of $1,400 through proceeds of the sale & auction of raffle
tickets. All proceeds were been donated to Club Rainbow. Club Rainbow is a
charity committed to providing comprehensive help to children who are suffering
from a range of chronic and life-threatening illnesses and their families.

e Each Hudson office works with the relevant building management, local service
contractors and its own staff to maximize good environmental outcomes in all
relevant areas including energy conservation and infrastructure.

e The company has a strong record in supporting a wide range of charity and
community organizations including the Ted Knoffs Foundation, the Starlight
Foundation, Variety Club, the Bill Crews Foundation and Cancer Council.

e Hudson provides employees with paid Jury Service Leave, Defence Force Leave
and Community Service Leave.

e Each office donates old computers to a company that recycles and re-sells them to
those in need.

Americas:

e An office's Jeans for Greens program allows employees to wear jeans each Friday
in exchange for a small donation, which goes to the Boys and Girls Club. At the
end of the year, Hudson matches the total employee donations.

e An office participated in the Bowling for Kids Sake fundraiser that benefited the
Big Brothers Big Sisters (BBBS) group. Their team raised $2,000 for the cause,
which was enough for 3 big/little matches.

e Hudson provides one additional paid Helping Hands Day to encourage employees
to participate in a volunteer effort of their choosing with a recognized charitable
organization.

e A Hudson team volunteered with Resource Center Dallas by preparing and
serving food for their Hot Meals program. The Center feeds over 800 people a
week, most of who are living with HIV/AIDS, on a very slim budget.

Europe:

e Hudson supports the Rainbow Trust Children's Charity which provides emotional
and practical support to families who have a child with a life threatening or
terminal illness.

e Operates on the 1ISO 14001 environmental management system, which includes
reducing energy usage, reducing paper usage, opting for environmentally friendly
products and encouraging employees to use public transport.

e An office co-founded the ‘Competences Eagles’ which takes action against
discrimination and the lack of diversity in the workplace.

e Hudson employees volunteer their time with college students, high school
students and disadvantaged students, helping to write resumes and cover letters as
they prepare for jobs.



Hudson

e In order to assist the Dutch Food Bank (DFB), employees volunteered their time
to take care of the distribution of food to local support centers. The DFB aims to
avoid wastage of food and helps people who fall below the poverty line.

Disaster Relief and Emergency Aid

Hudson Corporate also matches regional employee fundraising for Red Cross emergency
relief efforts. Hudson employees have taken action to collect food and other essential
items and to raise funds, matched by Hudson Corporate, to aid the victims of devastating
natural disasters around the world, including floods in Queensland, an earthquake in New
Zealand and an earthquake and resulting tsunami in Japan,

Our Commitment to Diversity and Equal Opportunity

At Hudson, our singular goal is to find the best professional talent for the job. By valuing
diversity and equal opportunity, we connect with the richest spectrum of experiences,
skills, expertise and perspectives for all of the markets we serve. This philosophy is also
reflected in our own recruiting process — we recognize that a diverse workforce fosters
creativity, innovation and better business practices.

Our Diversity Mission Statement:

Valuing the differences among our employees allows us to better serve the needs of
clients worldwide. We actively recruit candidates from many different perspectives and
backgrounds, and promote a culture that allows all employees to contribute to their
fullest potential.

All of Hudson’s business activities are conducted without discrimination based on race,
color, genetics, religion, gender, sexual orientation, national origin, disability or age.
These business activities comply with all applicable federal, state and local laws,
including those dealing with equal opportunity. In respecting and valuing the diversity
among our employees and all those with whom we do business, Hudson leaders and
managers are expected to ensure that there is a work environment free of any forms of
discrimination and/or harassment, and abide by this policy accordingly.

As a global organization, Hudson is committed to proactively engaging with businesses
that are reflective of the communities in which we live and work. By cultivating an array
of relationships, we are able to provide business opportunities to various enterprises,
while enabling the long-term success of Hudson.

Hudson’s Participation in the UN Global Compact

In addition, Hudson is a corporate participant in the UN Global Compact, a strategic
policy initiative for businesses that are committed to aligning their operations and
strategies with ten universally accepted principles in the areas of human rights, labor,
environment and anti-corruption. The Global Compact is a leadership platform endorsed
by Chief Executive Officers and supported by the highest-level governance body of the
organization (i.e., the Board).
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Never before have the objectives of the international community and the business world
been so aligned. Common goals, such as building markets, combating corruption,
safeguarding the environment and ensuring social inclusion, have resulted in
unprecedented partnerships and openness among business, government, civil society,
labor and the United Nations. Many businesses recognize the need to collaborate in the
current global context where social, political and economic challenges (and
opportunities) — whether occurring at home or in other regions — affect companies as
never before.

This ever-increasing understanding is reflected in the growth of the Global Compact,
which today stands as the largest corporate citizenship and sustainability initiative in the
world — with over 7700 corporate participants and stakeholders from over 130 countries.

The UN Global Compact's ten principles in the areas of human rights, labor, the
environment and anti-corruption enjoy universal consensus and are derived from:
e The Universal Declaration of Human Rights
e The International Labor Organization's Declaration on Fundamental Principles
and Rights at Work
e The Rio Declaration on Environment and Development
e The United Nations Convention Against Corruption

The Global Compact asks companies to embrace, support and enact, within their sphere
of influence, a set of core values in the areas of human rights, labor standards, the
environment, and anti-corruption:

Human Rights

Principle 1: Businesses should support and respect the protection of internationally
proclaimed human rights; and

Principle 2: make sure that they are not complicit in human rights abuses.

Labor Standards

Principle 3: Businesses should uphold the freedom of association and the effective
recognition of the right to collective bargaining;

Principle 4: the elimination of all forms of forced and compulsory labor;

Principle 5: the effective abolition of child labor; and

Principle 6: the elimination of discrimination in respect of employment and occupation.

Environment

Principle 7: Businesses should support a precautionary approach to environmental
challenges;

Principle 8: undertake initiatives to promote greater environmental responsibility; and
Principle 9: encourage the development and diffusion of environmentally friendly
technologies.



Anti-Corruption

Principle 10: Businesses should work against corruption in all its forms, including
extortion and bribery.

Participation in the Global Compact is a widely visible commitment to the
implementation, disclosure, and promotion of its ten universal principles. A company
joining the initiative is expected to:
e Make the Global Compact and its principles an integral part of business strategy,
day-to-day operations, and organizational culture
e Incorporate the Global Compact and its principles in the decision-making
processes of the highest-level governance body (i.e., Board)
e Contribute to broad development objectives (including the Millennium
Development Goals) through partnerships
e Integrate in its annual report (or in a similar public document, such as a
sustainability report) a description of the ways in which it implements the
principles and supports broader development objectives (also known as the
Communication on Progress)
e Advance the Global Compact and the case for responsible business practices
through advocacy and active outreach to peers, partners, clients, consumers and
the public at large

The Global Compact incorporates a transparency and accountability policy known as the
Communication on Progress (COP). The annual posting of a COP is an important
demonstration of a participant's commitment to the UN Global Compact and its
principles. Participating companies are required to follow this policy, as a commitment to
transparency and disclosure is critical to the success of the initiative. Failure to
communicate will result in a change in participant status and possible delisting.

In summary, the Global Compact exists to assist the private sector in the management of
increasingly complex risks and opportunities in the environmental, social and governance
realms. By partnering with companies in this way, and leveraging the expertise and
capacities of a range of other stakeholders, the Global Compact seeks to embed markets
and societies with universal principles and values for the benefit of all.

Hudson is proud to be participating in this global CSR initiative.

Our Environment

e Hudson’s internally developed Web Timesheet System reduces the need for paper
timesheet records.

e Hudson works with our suppliers and service providers to ensure efficient energy
and water consumption in our offices.

e Initiatives continue to be introduced into each office to ensure resources are used
efficiently and environmental impact is reduced.

e Hudson recycles paper, photocopy toner cartridges, and office waste.
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e Our Real Estate and Procurement functions consider environmental impact when
determining preferred supplier status or during office moves or improvements.
e Hudson reduces energy consumption and paper wastage through:
0 promoting the maximum use of electronic communication and data
management and
O programming our computer systems to power down when not in use.

Our Business Operations

HUDSON HIGHLAND GROUP, INC.
CODE OF BUSINESS CONDUCT AND ETHICS
(Adopted February 18, 2004)

INTRODUCTION

Because of the Company’s commitment to integrity as one of its core values, this Code
has been approved by the Board of Directors of Hudson Highland Group, Inc. to provide
guidance for all directors and employees. In keeping with the value of integrity, all
Company employees and directors are expected to maintain high ethical standards
of conduct and to comply fully with applicable laws and governmental regulations.
Each employee and director should read this document carefully with a commitment to
upholding these standards. Operating with honesty and integrity in all matters will create
an attractive working environment consistent with the Company’s core values and project
a positive image of the Company to customers, suppliers, stockholders and the public at
large.

Throughout this document, the term “Responsible Manager” means the senior
management team member for the region or corporate function where an employee
works; and the “Company’s Legal Counsel” means the Vice President, Legal Affairs and
Administration, Corporate Secretary.

If you have questions about this Code, please speak to your supervisor, your Responsible
Manager, the Company’s Legal Counsel or the Executive Vice President, Human
Resources. While this Code deals with major areas of concern, it cannot cover every
situation, so employees and directors are expected to use their best judgment at all times
keeping in mind the high standards of integrity, respect and responsibility to which the
Company is committed.

REPORTING VIOLATIONS AND ENSURING COMPLIANCE

If an employee ever believes that this Code, a law, or a regulation has been violated, or
that he or she is being asked to violate this Code, a law or a regulation, then he or she
should promptly report to his or her supervisor or Responsible Manager. Or, the
employee may report the matter to the Company’s Legal Counsel or the Executive
Vice President, Human Resources, who will respond as promptly and discreetly as
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possible with an appropriate investigation. A director of the Company should report a
matter to the Chairman of the Audit Committee of the Company’s Board of Directors.

To further safeguard the ability of employees to report violations of this Code without
fear of reprisal, the Company, through the Audit Committee, has established procedures
for receiving and handling complaints or concerns related to accounting, internal
accounting controls, auditing matters and other allegations of wrongdoing in a
confidential and anonymous manner. These procedures are set forth in more detail in
the Company’s policy covering “Accounting, Internal Accounting Controls, Auditing
Matters and Other Allegations of Wrongdoing (Whistleblower Hotline).”

As soon as a matter is brought to the attention of the appropriate person, the
Company will investigate fully and take appropriate steps to maintain the confidentiality
of the reporting employee or director, to the extent that it can do so. In certain
circumstances, further investigation or action regarding an incident may require
disclosure of some personal information. Anonymity will be maintained to the greatest
extent possible.

Employees and directors should be assured that no retaliation or retribution will
be taken for providing information or assisting in an investigation. Any employee
threatening, harassing, or in any way discriminating against an employee or director for
reporting a matter will be subject to disciplinary action. Further, an employee or director
found to have violated this Code will be subject to appropriate disciplinary action,
ranging from warnings to possible termination.

Only the Board of Directors may waive or change provisions of this Code. To the extent
required, all waivers of or changes to this Code must be publicly disclosed to comply
with the requirements of the Securities and Exchange Commission, the listing standards
of the Nasdaq Stock Market and other applicable laws and regulations.

The Company’s Board of Directors is responsible for overseeing the interpretation and
enforcement of this Code. Each Responsible Manager must enforce this Code for his or
her employees. The Company’s Legal Counsel will be responsible for monitoring
the enforcement of this Code.

Questions regarding this Code not resolvable by the Company’s Legal Counsel shall be
directed to the Chairman of the Audit Committee of the Board of Directors.

COMPLIANCE WITH LAWS GENERALLY

The Company’s businesses must be conducted in full compliance with all applicable laws
and regulations. Any illegal action will be dealt with swiftly and violations will be
reported to the proper authorities and offenders will be subject to disciplinary action by
the Company. If an employee or a director has any questions on specific laws,
regulations or other legal issues, he or she should contact the Company’s Legal Counsel.
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In keeping with our commitment to integrity, there may be isolated instances where local
laws are unacceptable. For example, even it were not illegal in other countries, the
Company does not want to obtain or retain business by giving gifts to officials of a
government or a multinational organization either to influence any of their official acts,
or to induce them to use their influence to affect any governmental act. In addition,
employees should never give a gift to any person or firm where he or she has reason to
believe that the gift will be passed on to a government official for such purposes.

Employees and directors must never make improper gifts or payments, such as bribes or
kickbacks, in any way in connection with the Company’s business.

CORPORATE OPPORTUNITIES AND CONFLICTS OF INTEREST

Employees and directors may not take personal advantage of certain business
opportunities in which the Company may be interested. This “corporate opportunity
doctrine” is complex. The most common types of situations falling within this doctrine
prohibit employees and directors from taking advantage personally of a business
opportunity that typically would be of interest to the Company; taking advantage of an
opportunity discovered using Company property, business contacts or information, or that
the employee becomes aware of because he or she works for the Company (or is a
director of the Company); or competing with or otherwise disadvantaging the Company.
If an employee or director has any question regarding whether this corporate opportunity
doctrine applies, he or she should consult with the Company’s Legal Counsel.

Although employees are free to participate in outside activities, it is important that they
not engage in any activity that is or gives the appearance of being a conflict of interest.
Examples include:

e Being a consultant to, or a director, officer or employee of, or otherwise operating
an outside business in competition with the Company’s current or potential
products and services; that supplies products or services to the Company or that
purchases products or services from the Company

e Having any financial interest, including stock ownership, in any such
outside business that might create or give the appearance of a conflict of interest

e Seeking or accepting any personal loan or services from any such outside
business, except from financial institutions or service providers offering
similar loans or services to third parties under similar terms in the ordinary
course of their business

e Being a consultant to, or a director, officer or employee of, or otherwise operating
an outside business which would interfere with the director’s or
employee’s responsibilities with the Company

e Using the Company’s property, information or position for personal gain

Conflicts of interest may also arise through an employee’s activities for the Company,
such as conducting business on behalf of the Company with immediate family
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members, which include spouses, children, parents, siblings and persons sharing the same
home whether or not legal relatives.

Any actually or potentially conflicting interests must be reported to the Responsible
Manager or the Company’s legal counsel.

COMPANY INFORMATION

Company information and data are very valuable assets. Company information and data
encompasses all proprietary information that is not generally available to or known by the
public, and it includes information in any format.

Employees should use Company information to the extent needed to perform their jobs
properly, but should remember that they are responsible for safeguarding that information
from theft or misuse.

Accordingly, employees cannot, directly or indirectly:

e disclose any Company information to others, including other employees, unless
they have a legitimate need to know it to perform their jobs and have agreed to
maintain its confidentiality

e use Company information for any purpose other than its intended use

e copy any documents containing Company information, or remove any documents
or other records or copies from the work area, except as required to perform their
jobs properly

e dispose of Company information inappropriately

All Company documents, e-mail and other materials containing Company
information are the Company’s property. When employment or directorship ends or if
the Company requests, the documents and other materials must be returned to the
Company.

Many employees regularly exchange Company information with others for
legitimate business reasons. As a general rule, before disclosing or receiving
information, the Company must enter into an agreement, approved by the Company’s
Legal Counsel that describes how the parties can use and must protect the information.
Subject to applicable law, directors have an obligation to the Company and its
shareholder to maintain the confidentiality of nonpublic information about the Company
(and nonpublic information provided to the directors by another person or company) and
not disclose such information or use it for any purpose other than its intended use.

USE OF COMPANY PROPERTY

When an employee or director uses Company property, it must be for valid corporate
purposes and, except as described below, exclusively for the Company’s benefit.
Company property includes corporate funds, facilities, equipment, computers, software,
inventory, office supplies, technologies, concepts, intellectual property, product
development strategies and projects, business strategies and plans, customer lists,
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personnel data, marketing and sales plans, Company phone directories, organization
charts, service cost and pricing data, financial data and all other proprietary information
about the Company’s business and employees.

All of the Company’s information systems, including communications systems, magnetic
media, email, voice mail, and intranet, extranet and internet access systems are the
Company’s property and generally must be used only for business activities. Incidental
personal use is permissible as long as it does not consume more than a trivial amount of
resources, does not interfere with productivity, does not preempt any business activity, is
otherwise appropriate and reasonable and is consistent with the Company’s business
values and this Code. The Company reserves the right at any time to access, read,
monitor, inspect and disclose the contents of, postings to and downloads from all of the
Company’s information systems.

No one may use the Company’s information systems to access, view, post, store,
transmit, download, or distribute any profane, obscene, derogatory, harassing,
offensive or inappropriate materials.

Additionally, no employee may use these systems to send Company information or
copyrighted documents that are not authorized for transmittal or reproduction.

FAIR DEALINGS WITH OTHERS

The Company has clearly expressed its belief in the value of respect. Therefore,
everyone should be treated with uncompromising respect, civility and fairness. This
value extends not only to employees but also to customers, suppliers, competitors, and
external advisers.

CONTACT WITH THE MEDIA, THE PUBLIC OR LAWYERS

Press releases and contact with the news media, industry and securities analysts or
investment bankers must be made only through or at the direction of the Chief
Executive Officer, Chief Financial Officer or the Vice President of Marketing and
Communications. All media inquiries should be directly routed to the Responsible
Manager, the appropriate marketing manager or the corporate marketing and
communications department. No employee (unless authorized) should answer questions
or comment on, confirm or deny anything relating to company business.

If an attorney contacts an employee regarding the Company, then the employee should
refer him or her to a regional general counsel of the Company or the Company’s Legal
Counsel. An employee should never answer gquestions or supply documents to lawyers
outside of the Company without the prior approval of a regional general counsel of the
Company or the Company’s Legal Counsel. If an employee receives a summons, legal
complaint, subpoena, other similar legal document concerning the Company, then the
employee should immediately consult with a regional general counsel of the Company or
the Company’s Legal Counsel. These policies are more fully explained in the
Company’s legal policies and procedures.
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COMPLIANCE WITH SECURITIES LAWS

Each employee and director is expected to fully comply with the Company’s Policy
Prohibiting Insider Trading in Company Stock. A copy of this Policy is regularly
provided to employees and directors and is posted on the intranet. Directors, executive
officers of the Company and certain key employees of the Company who have regular
access to material nonpublic information regarding the Company are regularly provided
with memoranda regarding additional requirements and restrictions under the federal
securities laws and under the Company’s policies and procedures with respect to
transactions involving Company stock. Such persons are expected to fully comply with
these requirements, restrictions, policies and procedures.

ANTITRUST AND COMPETITION LAW COMPLIANCE

The Company adheres to a policy of strict conformity with antitrust and competition laws
in the jurisdictions in which the Company conducts business. These laws prohibit
companies from engaging in unfair, anti-competitive practices. Accordingly, employees
cannot share or discuss any client proposals or pricing information with competitors. It is
imperative that the Company avoid even the appearance of a violation of antitrust or
competition laws. The Company must never enter into any illegal agreements, or engage
in acts that create illegal agreements.

Due to the complexity of the issues involved and the seriousness of the penalties for a
violation, anyone who has questions about this policy or suspects a violation of Company
policy in this regard should contact the Responsible Manager or the Company’s Legal
Counsel for guidance.

EQUAL EMPLOYMENT OPPORTUNITY POLICY

The Company adheres to a policy of strict conformity with employment laws in the
jurisdictions in which the Company conducts business. It is the Company’s policy to
employ and advance in employment qualified persons with regard only to the
professional capabilities of the individual as compared to the requirements of the job.

Where necessary, the Company will provide reasonable accommodation for employees’
disabilities or religious beliefs and practices. Anyone who has questions related to this
policy should contact the Executive Vice President, Human Resources.

GENERAL ANTI-HARASSMENT POLICY

The Company expects the workplace to be a professional work environment free from
physical, psychological, verbal and non-verbal harassment. The Company will not
tolerate any forms of harassment, whether by a supervisor, employee, director,
outside vendor, client or consultant. The Company will not tolerate any form of
retaliation against any person for making a complaint, or cooperating in the investigation
of a complaint.
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Complaints of harassment will be promptly and impartially investigated. Any employee
who believes that he or she has been the subject of harassment or retaliation or has
witnessed harassment or retaliation should report this immediately to his or her
supervisor, Responsible Manager or to the Executive Vice President, Human Resources.

The Company will maintain the confidentiality of any complaints or other information
regarding harassment or retaliation in accordance with established Company policy.

ACCURACY, RETENTION AND DISPOSAL OF RECORDS

Each employee is responsible for maintaining accurate documents, reports and other
records. No one may falsify or improperly alter any information contained in the
Company’s records.

Good business practice requires that certain Company records be retained for various
time periods. Often this is prescribed by law and it is the responsibility of each employee
to ensure that records are retained in compliance with applicable document retention
policies established by the Company from time to time and with applicable laws.
Documents that need not be kept should be disposed of in compliance with any such
Company policies. Where litigation or a government investigation is likely or ongoing,
records may not be destroyed until the Company’s Legal Counsel advises that the matter
has been concluded.

For questions about record retention, contact the Company’s Legal Counsel, particularly
if any litigation, investigation, or administrative action is (or may be) threatened or
pending.

FINANCIAL AND ACCOUNTING PRACTICES

Employees and directors must comply with the Company’s accounting rules, internal
controls and with generally accepted accounting practices and cooperate fully with the
Company’s internal and external auditors. All funds, assets, transactions and payments
must be accurately reflected and no false or misleading entries may be made on corporate
records. Payments for goods and services provided to the Company must be payable to
the person or company legally entitled to receive payment. Receipts must be provided
for all Company payments and gifts. Employees seeking reimbursement for expenses
should refer to the Company’s Expense Policy.

INTELLECTUAL PROPERTY RIGHTS

Innovation will help the Company attain its vision to be the world’s best at helping
employers achieve success through people. Innovation requires that employees contribute
to the research and development of new technologies, products and services. All
discoveries and ideas should be documented and promptly reported to designated
persons in the Company. Employees should preserve and protect the intellectual
property rights of the Company by maintaining discoveries and ideas in secrecy within
the Company until public disclosure is authorized.
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To the extent permitted by law, employees are required to assign to the Company all
interest in their discoveries, inventions, ideas, trademarks, patents and patent applications
on such discoveries and copyrighted material which are developed during their
relationship with the Company and are related to any business or activity of the
Company. It is also the Company’s policy never to knowingly infringe the intellectual
property rights of others. Employees are expected to take appropriate steps to
implement this policy by, for example, instituting timely searches for conflicting
patents or trademarks before utilizing a newly-developed technology or trademark.

POLITICAL CONTRIBUTIONS

While the Company encourages individual participation in the political process, no
employee should create the impression of speaking or acting on the Company’s behalf
without specific authorization.

Employees can only make political contributions as individuals, not as
representatives of the Company. It is up to each employee to abide by all laws
relating to political contributions. Employees cannot contribute any Company
money, property, time, or services to any political candidate or political party, unless
making such a contribution is permitted by local law and the employee has the prior
written consent of the Company’s Legal Counsel.

LOBBYING AND LEGISLATIVE CONTACTS

In some cases, the Company, through its senior management, may publicly offer
recommendations about laws or governmental actions and take public positions on issues
that affect the Company’s business.

Under some circumstances, a written or personal contact with a government official may
subject the person making the contact or the Company to registration and reporting
requirements under applicable lobbying laws. An employee intending to contact a
government official regarding any attempt to propose, defeat or modify any law,
regulation or rule affecting the Company should obtain prior written approval for such
activity from the Responsible Manager and the Company’s Legal Counsel.

BUSINESS WITH GOVERNMENTS AND OFFICIALS

Most countries around the world have laws that prohibit employees from giving gifts or
inducements to influence government officials, or to induce the purchase of the
Company’s products or services.

The term *“government official” includes candidates for political office, political
parties and employees of public international organizations. “Inducements” or
“benefits” are also broadly defined to include anything of value. Even it were not illegal
in other countries, the Company does not want to obtain or retain business by giving gifts
to officials of a government or a multinational organization either to influence any of
their official acts, or to induce them to use their influence to affect any governmental act.
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In addition, employees should never give a gift to any person or firm where he or she has
reason to believe that the gift will be passed on to a government official for such
purposes.

Employees and directors must never make improper gifts or payments, such as bribes or
kickbacks, in any way in connection with the Company’s business.

GOVERNMENT CONTRACTING

Many countries have laws that impose strict requirements on companies who sell goods
and services to it. These laws impose requirements not applicable to sales to commercial
customers. Special care should be taken by all employees to assure that all information
provided to a government agency in any correspondence, bid, quotation, application,
certificate or other document is true, accurate and not misleading.

The terms of any government contract must be reviewed and approved by the Company’s
Regional General Counsel. It is essential that the Company comply strictly with these
terms. All deviations must be approved in writing by a government representative with
the title equivalent to “Contracting Officer.”

The government may reimburse only those costs incurred in performance of, or allocated
to, a specific contract. Certain types of costs are not allowed at all. Mischarging of costs
is a serious offense, and clearly prohibited by the Company.

Business courtesies that are standard in the commercial marketplace may constitute
illegal or improper influence when dealing with government officials. Employees shall
not provide or pay for meals, refreshments, travel or lodging expense for government
employees where that is prohibited by law.

GOVERNMENTAL INVESTIGATIONS

It is the Company’s policy to cooperate in the administration of all laws and regulations
to which it is subject. Employees who receive notice of any governmental investigation
involving the Company or any request to cooperate in a legal proceeding with regard to
the Company should promptly notify the Responsible Manager and a regional general
counsel of the Company or the Company’s Legal Counsel. If a governmental
investigator requests an interview or information, he or she should be treated courteously,
given only publicly available information and should be requested to put the inquiry in
writing so that it may be answered with appropriate care by proper persons acting with
the advice of a regional general counsel of the Company or the Company’s Legal
Counsel.

GRATUITIES AND GIFTS

Employees and directors should not accept significant gifts, entertainment, favors or
other gratuities from persons doing business or seeking to do business with the Company.
These gifts could impair or appear to impair an employee’s or director’s ability to act
independently in the best interests of the Company. Acceptance of gratuities having

14



Hudson

nominal value, if consistent with local business custom and practice, is permissible.
Employees are also prohibited from giving significant gifts, entertainment, favors or
gratuities. Except as explicitly permitted by local Company policies, no employee should
give or receive gifts of cash. If you have questions about the appropriateness of a gift or
gratuity, please speak to your supervisor, your Responsible Manager, the applicable
regional general counsel of the Company or the Company’s Legal Counsel.

Measurement of Our Progress

All members of Hudson’s global leadership team must re-confirm annually their
adherence to the company’s core operating values. In addition, for succession planning
purposes, the company’s Board of Directors uses Hudson’s core values as a key criterion
in considering leaders for advancement. But probably most telling of the company’s
commitment to operating in a socially responsible manner and in strict adherence to a set
of core values is the coveted Chairman’s Award Program.

The Chairman's Award is an annual recognition program to honor Hudson employees
worldwide who best exemplify the company values of integrity, respect, collaboration,
empowerment and responsibility. Each year, approximately 40 people globally (less than
two percent of the company’s entire employee population) are selected for this exclusive
recognition through a combination of peer nominations and regional/business-specific
award programs.
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