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How do our employees think of MAV?

Key values for employees

® Good contact with employees

® Safe and steady job

® Teamwork with immediate colleagues

® Clarified tasks, clear-cut scopes of authority and responsibility

In 2008, a questionnaire survey was conducted among the em-
ployees of MAV Co., in order to explore organisational culture
and employment satisfaction. The survey was also justified by
reorganisations and streamlined company activities. A large pro-

portion of employees (40%) filled in the questionnaire. Most typical values with MAV

® Good relationship with colleagues

® Opportunity for teamwork

® Helping adaptation of new employees
® Useful work that creates value

The results suggest that employees expect progress primarily in
the field of income harmonised with the value of work, while de-
velopment is needed in terms of the management’s openness to
ideas and in terms of cooperation among organisational units.
Improvement of working conditions is considered as a justified
employee expectation, an element of which is renovation of staff

rooms. The questionnaires also reveal that working conditions 86% of our employees are proud of working for MAV Co. It is
and the condition of technical assets hinders efficient work. For a remarkable result, 16 percentage points above the figure of
a considerable portion of our employees - particularly for those three years earlier.

employed by the organisation for a long time - MAV provides an
important bond as their first place of employment.




What did we do to develop health
and safety at work?

Health and safety at work continues to be of key importance for
MAV Group, because a considerable part of our employees work
in hazardous jobs.

The number of accidents grew slightly in 2008, with a parallel
minor decrease in the number of days of inability to work.
Tendencies contrary to those in earlier years provide a warning -
in partial correlation with occupational safety and the trends seen
in the area —; consequently, we adopted a number of measures
to aim at safer working conditions and work.

Implementation of MAV Group’s Medium-Term Occupational
Safety Programme and Action Plan proceeded according to the
schedule in 2008.

Improvement of working conditions and renovation of social
buildings is a key objective. A portion of the resources is provided
under an agreement concluded with the Central Works Council,
whereby a part of the revenues from liquidation of welfare
buildings is to be spent on improving working conditions.
Buildings were redecorated at roughly 210 service locations,
and sanitary units were repaired and renovated at 45 locations.
Coverings, doors and windows were replaced and repaired, and
stumbling hazard eliminated.

Training cost

Training cost per person

External training

Occupational health services are continued to be provided
by Railway Occupational Health Public Non-Profit Company
(Vasutegészségligyi Kht.). The group of employees participating
in the Health Promotion Programme was extended in line with
the plans.

What changed in employee training?

Training was carried out similarly to the practice of past years; all
our employees were provided a facility of lifelong learning with
equal opportunity of access.

In 2008, numerous training programmes affecting a wide range
of employees were implemented in line with the current changes
in activities. Management training required in large quantities
due to the reorganisation were significantly cut in 2008. Because
of the tragic accidents, the volume of training on the subject of
safety of railway transportation was increased to tenfold among
middle managers and to six-fold among subordinates. The
Communications Directorate staff received CSR training, which
we plan to extend to wider groups of employees.

Per person cost of
training on safety of

(31.12.2008, .
HUF thousand) Internal training
Managers 59
Middle managers 102
Subordinates 26
Average 27

225
77
15
16

railway transportation

284 16
179 82
41 15
43 16



What changed in our benefits policy?

The wage agreement of MAV Co.for 2008 included MAV-GEPESZET
Co. and MAV-TRAKCIO Co., which have operated independently
as of 1 January 2008. Benefits are continued to be regulated in
detail by the Collective Bargaining Agreement. “Equal pay for
equal work”remained a key principle. In 2008, a 6.9% increase was
seen in wages on average (inflation amounted to 6.1%), Optional
Fringe Benefits due irrespective of positions were HUF 250 000
for the year, which represents a nearly 20% rise compared to the
previous year.

In 2008, employees achieving outstanding performance were
recognised with prizes.

For performance and service-oriented operation, performance
appraisal is treated as high priority. In certain fields - based on
the results of the employee values and satisfaction survey — we
plan to standardise and develop performance appraisal.

Equal opportunity is also ensured in the field of employee
promotion: we seek to assist promotion of women into
management positions, develop succession and career planning
systems, in addition to ensuring promotion for part-time
employees.

The Ministry of Social and Labour Affairs, the Hungarian
Television and the Hungarian National Recreational
Foundation repeatedly awarded a prize “For Human
Recreation” in 2008 to MAV Co. The prize recognises that
the awardee contributed significant financial resources to
promote employees’ recreation.

What changed in our communication with
employees?

In addition to well-functioning forums of information, the
subsidiaries of MAV Co. also developed their own communication
channels in order to reach employees directly.

MAV-START Co. launched an internal paper under the title
EXPRESSZ (Express), publishes its own newsletter on an ad-hoc
basis, beyond soliciting employee observations and suggestions
to a dedicated e-mail address.

MAV-TRAKCIO Co. also has its own internal electronic newsletter.
MAV-TRAKCIO Co.and MAV-GEPESZET Co.issue a joint publication
called Vasutgépészet (Railway Engineering) primarily to present
professional publications. MAV-GEPESZET Co. also circulates its
own internal newspaper under the title GEPESZET (ENGINEERING).

The Vasutas Magazin (Railway Magazine) regularly reports on
MAV Group's activity concerning corporate social responsibility,
and subsidiaries inform their employees in separate columns.
Employees participated in large numbers on the Railway Day
also in 2008: the two-day event was attended by a total of 26,500
participants, including family members.




How is advocacy of employee interests ensured?

The method and organisations for advocacy of interests
continued operation as accepted in 2007. For all the four
companies, the same trade unions are active.

Certain trade unions of MAV Group are among the most active
and strongest trade unions in the country. MAV as an employer
provides for the operating conditions of trade unions within
the boundaries allowed by law, seeking cooperation. On our
discussions with the trade unions, the interests of the railway
and railway employees are viewed from a different angle, but our
objective remains to serve the long-term interests of the railway
with our agreements.

How did we help employees affected by
streamlining?

In 2008, we continued to operate programmes to help employees
affected by the streamlining. The significance of programmes
supporting job-finding decreased because materially fewer
employees were laid off, and it primarily affected employees
who had retirement as a valid option to, or the employees were
reemployed within MAV Group. It is an indicator of success for
our programmes that the MAV New Chance Programme had 28
new entrants, and 89 of the members found employment.

What are our plans?

The objectives of human resources management are focused on
further consolidation of HR activities within the company group,
and our primary plan is to set up the professional framework for
coordinated cooperation. In the wake of the corporate culture and
the results of the satisfaction survey, we are working to develop and
implement measures. We certainly maintain our programmes for
employees affected by streamlining. We plan further measures in
order to improve safety at work and to prevent accidents.



For years or even decades, MAV has been committed to
conserving and developing railway workers’ traditions and
cultural life. These goals were assigned a key role in our activity
also in 2008 - beyond advocating environmentally friendly and
sustainable transport.

e International recognition earned by MAV Symphony Orchestra
is evidence that it represents values of culture and art that go
beyond MAV and help reinforcing the reputation of the railway.

e National Cultural and Recreational Association of Railway
Employees (VOKE) plays a crucial role in the cultural life of
railway workers. Its main scope of activity includes conservation
of railway workers’ culture and enhancing traditions and the
values of the community; the Association organises several
cultural and professional forums.

® Support granted to the Hungarian Railway Museum and the
Foundation for Children’s Railway also has significant traditions,
with the aim of raising children’s and the future generation’s
awareness and fondness of the history of railway, in addition
to conserving railway workers’ values.

® By publishing the book Railway Monuments, we intended to
present momuments owned by the railway company to a wide
audience, and to demonstrate that the railway company has
erected a number of valuable buildings during its one hundred
and fifty years of history, which are worthy of conservation.



Blood donation by railway employees

For years, MAV has organised regular blood donation events with our staff participating in significant numbers 2-3 times annually,
The blood donated saves thousands of lives every year. Blood donation is held at the busiest railway stations in order to involve the
community and the passengers in the campaign.

Characteristics of blood donation by railway
employees

donors (persons)

9 635

blood drawn (dl)
9 887

lives saved (persons)
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The table below indicates the location of information required
by the guideline used to produce the report. The MAV Group
has produced the Corporate Social Responsibility Report in
line with GRI (Global Reporting Initiative) guidelines G3 and
application level B. The guidelines used are the most widely
used and accepted guidelines internationally for corporate
social responsibility reporting.



Strategy and analysis
1.1

1.2

Organisational profile
2.1

2.2

23

24

2.5

2.6

2.7

2.8

29

2.10

Report parameters
3.1

3.2

33

34

3.5

3.6

3.7

3.8

39

Description of indicator Comment

Statement from the most senior decision-maker of the organisation 4

about the relevance of sustainability to the organisation and its strategy

Description of key impacts, risks, and opportunities 7-8,10-11  Also the previous
report

Name of organisation 51

Primary brands, products, and/or services 6

Operational structure of the organisation 6

Location of the organisation’s headquarters 51

Locations where the organisation operates 44 Hungary

Nature of ownership and legal form 51

Markets served, broken down by sector and area 27

Scale of reporting organisation 6

Significant changes in the organisation during the reporting period 6

Awards received in the reporting period 29

Reporting period 4

Date of most recent previous report 44 2008

Reporting cycle 44 Annual cycle.

Contact point for questions regarding the report 4,51

Process for defining report content 4

Boundary of the report 4

Any specific limitations on the scope or boundary of the report 44 No such limitation.

Basis for reporting on joint ventures, subsidiaries, leased facilities, 4

outsourced operations, and other entities that can significantly affect

comparability from period to period and/or between organisations

Data measurement techniques and the bases of calculations, including 44 The source is

assumptions and techniques underlying estimations applied to the indicated on

compilation of the Indicators and other information in the report. presenting the data.



Description of indicator Comment

3.10 Reasons for restating any information provided in earlier reports 4
3.11 Significant changes from previous reporting periods in the scope, 4-5
boundary, or measurement methods applied in the report
3.12 Table identifying the location of the Standard Disclosures in the report 44-49 The table is also
used for disclosure.
3.13 Policy and current practice with regard to seeking external assurance for 45 No assurance
the report. provided for the
report.
Governance, commitments and engagement
4.1 Governance structure of the organisation Home page
4.2 Indicate whether the Chair of the highest governance body is also an Home page
executive officer
43 For organisations that have a unitary board structure, the number of 45 Not relevant.
members of the highest governance body that are independent and/or
non-executive members
44 Mechanisms for shareholders and employees to provide 45 No change since the
recommendations or direction to the highest governance body previous report.
4.5 Linkage between compensation for members of the highest governance Home page No change since the
body and the organisation’s performance previous report.
4.6 Processes in place for the highest governance body to ensure conflicts 45 No change since the
of interest are avoided previous report.
4.7 Process for determining the qualifications and expertise of the members 45 No such strict
of the highest governance body for guiding the organisation’s strategy criterion, but
on economic, environmental, and social topics. expertise is
indispensable.
4.8 Internally developed statements of mission or values, codes of conduct, 45 Code of Conduct,
and principles relevant to economic, environmental, and social set of internal
performance and the status of their implementation directives,

documents of ISO
systems.




4.9

4.10

4.11

4.12

4.13

414

4.15

4.16

417

Description of indicator Page No.

Procedures of the highest governance body for overseeing the 46
organisation’s identification and management of economic,

environmental, and social performance, including relevant risks and
opportunities, and adherence or compliance with internationally agreed
standards, codes of conduct, and principles

Processes and procedures for evaluating the highest governance body’s 46
own performance, particularly with respect to economic, environmental,
and social performance

Explanation of whether and how the precautionary approach or 46
principle is addressed by the organisation.

Externally developed economic, environmental, and social charters, Home page
principles, or other initiatives to which the organisation subscribes or
endorses.

Memberships in associations and/or national/international advocacy Home page
organisations

List of stakeholder groups engaged by the organisation 46

Basis for identification and selection of stakeholders with whom to 46

engage

Approaches to stakeholder engagement, including frequency of 28, 32-33,

engagement by stakeholder group 37, 39-40,
46

Key topics and concerns that have been raised through stakeholder Home page

engagement, and how the organisation has responded to those key
topics and concerns, including through its reporting

Comment

In line with the
Deed of Foundation.

In line with the
Deed of Foundation
and the internal
directives.

Precautionary
approach in the
core activity.

No change since the
previous report.

No change since the
previous report.

For stakeholders
not described, no
change compared
to the provious
report.



Description of indicator
Economic performance indicators
Economic performance

EC1 Direct economic value generated and distributed

EC4 Significant financial assistance received from government

Market presence

EC7 Procedures for local hiring and proportion of senior management hired

from the local community at significant locations of operation

Environmental performance indicators

Materials

EN1 Materials used by weight or volume

Energy

EN3-4 Direct and indirect energy consumption

EN5 Energy saved due to conservation and efficiency improvements

Water

EN8 Total water drawn by source

Biodiversity

EN11 Location and size of land owned, leased, managed in, or adjacent to,
protected areas

EN12 Description of significant impacts of activities, products, and services on
biodiversity

Emissions, effluents and waste

EN16 Total direct and indirect greenhouse gas emissions by weight

Comment

Home page
Home page
47 The principles of
equal opportunity
are observed to a
maximum on hiring
staff. The proportion
of locals - Hungarian
citizens - in the
senior management
is 100%.
Home page
20
20
22-23,
Home page
25
25 Also the previous
report.
21,

Home page




Comment

Description of indicator

EN20 NOx, SOx, and other significant air emissions by type and weight

EN21 Total water discharge by quality and destination

EN22 Total weight of waste by type and disposal method

EN28 Monetary value of significant fines and total number of non-monetary
sanctions/convictions for non-compliance with environmental laws and
regulations

EN30 Total environmental protection expenditures and investments by type

Labour practices and decent work indicators

Employment

LA1 Total workforce by employment type, employment contract, and region

LA2 Total number and rate of employee turnover by age group, gender, and
region

Labour/management relations

LA4 Percentage of employees covered by collective bargaining agreements

Occupational health and safety

LA7 Rates of injury, occupational diseases (due to work-related accidents),
lost days, and absenteeism, and total number of work-related fatalities

Training and education

LA11 Programs for skills management and lifelong learning that support the
continued employability of employees and assist them in managing
career endings (retirement)

Diversity and equal opportunity

LA13 Composition of governance bodies and breakdown of employees per
category according to gender, age group, minority group
LA14 Ratio of basic salary of women to men by employee category.

Human rights performance indicators
Non-discrimination
HR4 Total number of incidents of discrimination and actions taken

Page No.
21
22-23
24
Home page

Home page

36,
Home page
Home page

48

Home page

48

Home page

48

48

All employees.

No change since the
previous report.

No difference

No such incidents



HR5

HR6
HR7

Description of indicator

Situations identified in which the right to exercise freedom of
association and collective bargaining may be at significant risk, and
actions taken to support these rights.

Risk of child labour, actions taken to eliminate child labour
Risk of forced labour and compulsory labour, actions taken to eliminate these

Society performance indicators
Anti-competitive behaviour

S0O2

Percentage and total number of business units analyzed for risks related
to corruption

Product responsibility indicators
Product and service labelling

PR5

PR6

Practices related to customer satisfaction, including results of surveys
measuring customer satisfaction.

Total number of incidents of non-compliance with regulations and
voluntary codes concerning marketing communications.

49

49
49

49

32-33

49

Comment

No such situations.
Non-infringement
is ensured by
provisions of law.

Our company
condemns and
does not use forced
labour and child
labour.

No such analysis
was conducted in
2008, because it
was not justified
by the risk analysis
performed in 2007.

No such incidents.




Level of application according to GRI guidelines G3

Criteria for
the !eve.l of C c+
application /
description
1.1;
2.1-2.10;
Organisational 3.1-3.8; IS
profile 3.10-3.12; §
4.1-4.4; 'g
4.14-4.15 g
Management Not necessary ‘_é
approach =
A minimum of 5
10 indicators, S
and at least 2
Performance one indicator o
indicators from the social, §
(%]
©

economic and
environmental
categories

B+

A+

Full description

For all categories
of indicators

A minimum of
20 indicators,
at least onein
each category of
indicators.

assured by an external organisation

Full description

For all categories
of indicators

All basic
indicators

assured by an external organisation




We await your thoughts regarding our CSR Report and activities
to the e-mail address: csr@mav.hu
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