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Item 5.02     Departure of Directors or Certain Officers; Election of Directors; Appointment of Certain Officers; Compensatory Arrangements of Certain Officers

Adoption of Executive Severance Plan

On August 2, 2021, the Board of Directors of HF Foods Group Inc. (the “Company”), adopted and approved the HF Foods Group Inc. Severance Plan (the “Severance Plan”), effective
August 2, 2021, for employees of the Company at the level of Vice President or above, including the Company’s executive officers. The Plan previously was approved by the Compensation
Committee of the Company’s Board of Directors.

The Severance Plan provides for the payment of severance and other benefits on a discretionary basis to eligible employees in the event of an involuntary termination of employment with the
Company other than for Cause or other disqualifying circumstances, or upon resignation for Good Reason, as defined in the Severance Plan. In the event of a qualifying termination and subject to the
employee’s execution of a general release of liability against the Company and other requirements as specified in the Severance Plan, the Company may award the following discretionary Severance
Plan payments and benefits to the eligible executive officers:

• payment of base salary multiplied by two in the case of the Chief Executive Officer, base salary multiplied by one in the case of key executive officers other than the Chief Executive
Officer, or base salary multiplied by one-half in the case of each eligible vice president; and

• payment of COBRA premiums, for up to 12 months in the case of the Chief Executive Officer and key Executive Officers other than the Chief Executive Officer, or for up to 6 months in
the in the case of each eligible Vice President.

In addition, in the event of a qualifying termination during the 6-month period before or the 12-month period following a change in control, as defined in the Severance Plan, and subject to
the applicable participant’s execution of a general release of liability against the Company and other requirements as specified in the Severance Plan, the Severance Plan provides that the Company
may award the following discretionary payments and benefits to the eligible executive officers:

• payment of base salary multiplied by two in the case of the Chief Executive Officer and in the case of key Executive Officers other than the Chief Executive Officer, or base salary
multiplied by one in the case of each eligible Vice President; and

• payment of COBRA premiums, for up to 12 months in the case of the Chief Executive Officer and key Executive Officers other than the Chief Executive Officer, or for up to 6 months in
the in the case of each eligible Vice President.

The above description is a summary of the terms of the Severance Plan and is subject to and qualified in its entirety by the terms of the Severance Plan, a copy of which is attached hereto as
Exhibit 10.1 and incorporated herein by reference.

Employment of General Counsel and Chief Compliance Officer

On August 2, 2021, the Company appointed Ms. Christine Chang to become the General Counsel and Chief Compliance Officer of the Company, effective as of September 8, 2021. Ms.
Chang, age 38, will report to Mr. Peter Zhang, the Company’s Chief Executive Officer. In this role, Ms. Chang is responsible for all legal, commercial contracts, and compliance functions of the
Company and its subsidiaries. Prior to joining the Company, Ms. Chang has served as Vice President Legal Affairs, Labor Relations and Litigation for Boyd Gaming Corp. From 2014 through August
2020, she served as Corporate Counsel, Litigation, Senior Corporate Counsel, Litigation, and Vice President and Chief Counsel, Litigation, for Caesars Entertainment Inc. Ms. Chang also served as
an associate at the law firm of Dentons LLP, from 2008 to 2013. Ms. Chang holds a Bachelor of Arts in Rhetoric from the University of California and a Juris Doctorate from Columbia University.

In connection with her appointment, Ms. Chang’s compensation will include a signing bonus of $40,000, base salary of $250,000 per year, a target bonus of 75% of base salary (2021 bonus
pro-rated and guaranteed), and participation in the Company’s equity compensation plan, with a 2021 award of 50% of base salary in Restricted Stock Units and 50% of base salary in Performance
Stock Units. The above description is a summary of the terms of the executive employment agreement between the Company and Ms. Chang, dated July 29, 2021, and is subject to and qualified in its
entirety by that agreement, a copy of which is attached hereto as Exhibit 10.2 and incorporated herein by reference.

There are no family relationships between Ms. Chang and any other director or executive officer of the Company. The Company had no transactions, and has no transaction proposed, in which Ms.
Chang, or any member of her immediate family, has a direct or indirect material interest.

Item 8.01. Other Events



On August 4, 2021, the Company issued a press release announcing its hiring of Christine Chang as General Counsel and Chief Compliance Officer, a copy of which is attached hereto as
Exhibit 99.1.

Item 9.01     Financial Statements and Exhibits

(a) Financial Statements of Business Acquired
Not applicable

(b) Pro Forma Financial Information
Not applicable

(c) Shell Company Transactions
Not applicable

(d) Exhibits
Exhibit Number Description
10.1 HF Foods Group Inc. Severance Plan
10.2 Employment Agreement between Christine Chang and HF Foods Group Inc., dated as of July 29, 2021
99.1 Press Release dated August 4, 2021

SIGNATURES

Pursuant to the requirements of the Securities Exchange Act of 1934, the registrant has duly caused this report to be signed on its behalf by the undersigned hereunto duly authorized.

HF FOODS GROUP INC.

Date: August 4, 2021 /s/ Xiao Mou Peter Zhang
Xiao Mou Peter Zhang
Chief Executive Officer



HF FOODS GROUP INC.
SEVERANCE PLAN

AND SUMMARY PLAN DESCRIPTION

AUGUST 2, 2021

 
        *        *        *IMPORTANT        *        *        *

Please read this booklet in its entirety.

This document describes benefits available under the Severance Plan and summarizes situations in which those benefits may be reduced, delayed, forfeited, or
denied, as well as your rights and responsibilities and the procedures and deadlines for filing a claim or appeal and taking legal action against the Plan and its

fiduciaries.

If you cannot find answers to your questions in this booklet or want more information about the Severance Plan, please contact HF Foods Group Inc.’s Director of
HR at HortenciaGarcia@HFFoodsGroup.com.



INTRODUCTION

HF Foods Group Inc. sponsors the HF Foods Group Inc. Severance Plan (the “Severance Plan”) for the benefit of its eligible U.S. employees and the eligible U.S.
employees of its subsidiaries (collectively, “HFFG”). The Severance Plan is intended to permit HFFG to provide severance pay on a discretionary basis to certain employees who
are terminated from employment for reasons other than Cause (except as provided herein). This document, combined with the applicable Severance Plan Policies covering (1) the
Chief Executive Officer; (2) key executives (other than the Chief Executive Officer); and (3) individuals classified by HFFG as Vice Presidents, constitutes both the plan document
and the summary plan description for the Severance Plan. The legal rights and obligations of any person having an interest in the Severance Plan are determined solely by the
provisions of the Severance Plan, as interpreted by the Plan Administrator (as defined below).

HFFG has the sole discretion to determine whether an employee may be considered eligible for benefits under the Severance Plan. Nothing in the Severance Plan will be
construed to give any employee the right to receive severance payments or to continue in the employment of HFFG. The Severance Plan is unfunded, has no trustee and is
administered by the Plan Administrator. The Severance Plan is intended to be an “employee welfare benefit plan” within the meaning of Section 3(1) of the Employee Retirement
Income Security Act of 1974, as amended (“ERISA”), 29 U.S.C. §1002(1), and 29 C.F.R. §2510.3-2(b). Please review the section entitled “Amendment and Termination of the
Severance Plan” regarding HFFG’s reservation of rights.

This Severance Plan supersedes all prior severance pay plans and practices, whether formal or informal or written or unwritten, of HFFG. This Severance Plan does not
supersede written severance agreements between HFFG and an individual employee, but no severance pay will be provided under this Severance Plan to an employee who is
eligible to receive severance pay under a written severance or employment agreement with HFFG.

    As used in this Severance Plan, “Cause” means (i) misappropriation of funds or property, fraud or dishonesty within the course of providing services to HFFG which evidences a
want of integrity or breach of trust; (ii) indictment for a misdemeanor that has caused or may be reasonably expected to cause material injury to HFFG, any of its subsidiaries, any of
its affiliates or any of their interests, or indictment for a felony; (iii) any willful or negligent action, inaction, or inattention to duties of the Participant within the course of providing
services to HFFG that causes HFFG material harm or damages (as determined in the sole and absolute discretion of HFFG); (iv) misappropriation of any corporate opportunity or
otherwise obtaining personal profit from any transaction which is adverse to the interests of HFFG or to the benefits of which HFFG is entitled; (v) inexcusable or repeated failure by
the Participant to follow applicable Company policies and procedures; (vi) conduct of the Participant which is materially detrimental to HFFG (as determined in the sole and absolute
discretion of HFFG); or (vii) any material violation of the terms of the Participant’s employment agreement, if any.



GENERAL INFORMATION

Plan Name: HF Foods Group Inc. Severance Plan

Plan Number: 502

Employer/Plan Sponsor: HF Foods Group Inc.

Employer Identification Number: 81-2717873

Type of Plan: Welfare Benefit – Severance Pay Plan

Plan Administrator: The Committee

Agent for Service of Legal Process: The Committee

Sources of Contributions: The Plan is unfunded and all benefits are paid from the general assets of HFFG.

Type of Administration: The Plan is administered by the Plan Administrator.

Plan Year: The Plan’s fiscal records are kept on a fiscal year basis ending December 31.

    

COVERAGE

Only those employees of HFFG specified in the applicable Severance Plan Policy are eligible to participate in the Plan, except as described below.

The following persons are not eligible for coverage under the Plan: (i) any person who provides service as an intern, special project employee or other temporary employee,
(ii) any person whose terms and conditions of employment are determined through collective bargaining with a third party, unless the collective bargaining agreement provides for
participation in the Plan, (iii) any person performing services for HFFG pursuant to an arrangement with a third party leasing organization, (iv) any person whom HFFG determines,
in its sole discretion, is not a common law employee and (v) persons employed outside the United States, and (vi) employees who have active written severance or employment
agreements with HFFG that provide severance pay. If a person described in clauses (iii) or (iv) is subsequently classified by HFFG, the Internal Revenue Service or a court as an
employee, such person, for purposes of this Plan, shall be deemed an employee from the actual (and not the effective) date of such classification, but shall nonetheless be ineligible
for coverage under the Plan.

ELIGIBILITY

A.    When an Employee is Eligible

HFFG may make severance payments to any employee whom HFFG determines, in its sole and exclusive discretion, and in accordance with the applicable Severance Plan
Policy, is an eligible employee and has incurred an involuntary termination of employment, except as specified below. In order to receive severance benefits, the employee must
sign and not revoke a waiver/release in a form provided by HFFG of all claims arising out of the employee’s employment relationship with HFFG and the termination of that
relationship, and the employee must return all HFFG property, including files, manuals, keys, access cards, credit cards and HFFG-owned equipment in the employee’s possession.
Unless prohibited by applicable law, the employee may also be required, in the discretion of HFFG, to agree to any confidentiality, non-competition, non-solicitation, non-
disparagement and other covenants as HFFG, in its sole discretion, deems appropriate, and the employee may be required to agree to such additional terms and conditions related
to the termination of the employment relationship that HFFG, in its sole discretion, decides to require as a condition of receiving severance payments hereunder.
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B.    When an Employee is Not Eligible

Notwithstanding the foregoing, an employee is not eligible for severance pay in any of the following circumstances:

1.    The employee voluntarily resigns.

2.    The employee is discharged by HFFG for reasons that HFFG determines, in its sole discretion, will render the employee ineligible, including, but not limited to,
termination for job performance, misconduct or violation of HFFG policies or rules.

3.    Prior to or on the employee's last day of scheduled employment, the employee dies or experiences a physical or mental condition entitling the employee to disability
benefits or workers compensation.

4.    The employee leaves the employment of HFFG under any other circumstances not specifically described in Section A (When an Employee is Eligible).

5.    The employee transfers employment to a HFFG affiliate.

6.    The employee’s termination of employment is related to a corporate transaction, such as a sale of assets (including the sale of a division or business unit) or a sale of
stock, and the employee is offered employment by another entity involved in the transaction. Notwithstanding this general rule, should HFFG determine, in its sole
discretion, that payment of severance is appropriate under the circumstances, HFFG may opt to pay severance to employees offered employment by another entity
involved in a corporate transaction with HFFG (such as those described above).

7.    HFFG ceases to perform a service or function for a client because the client commences to perform that service or function, the employee is offered employment by the
client.

8.    HFFG determines, before or after termination of employment, that the employee violated any terms or conditions relating to the employee’s employment or termination
of employment or any policies of HFFG.

9.    The employee is eligible to receive severance benefits under any other severance plan, or any employment agreement, severance agreement or other agreement or
arrangement of HFFG or any successor entity.

10.    Termination of employment due to Cause.

Notwithstanding any provision of the Severance Plan to the contrary, HFFG, in its sole discretion and acting as the Severance Plan sponsor and not as a fiduciary, reserves
the right (a) to establish additional eligibility requirements and conditions, (b) to determine whether an employee satisfies the eligibility requirements for severance benefits, (c) to
award severance benefits to a terminated employee who is not otherwise eligible, (d) to deny benefits to an employee who is otherwise eligible, (e) to award benefits to any
terminated employee in a greater or lesser amount than provided for in the Plan, or (f) to pay out benefits in a manner or on a schedule other than provided for in the Plan.
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PLAN BENEFITS

An employee who has been selected to receive a severance pay benefit, as determined by HFFG, may be eligible for a benefit based upon his or her years of service,
compensation, or any other factors determined to be relevant by HFFG, and as further described in the applicable Severance Plan Policy. HFFG may provide a fixed level or
schedule of benefits in connection with any special termination program designed by HFFG. The amount of severance pay will be determined in accordance with the applicable
Severance Plan Policy.

Severance pay benefits shall be reduced by amounts paid by HFFG under all federal, state and local tax or other applicable laws, or amounts paid by HFFG or to which any
employee is entitled in connection with any statute, regulation or agreement that relates to notice, severance or separation benefits (including but not limited to the Worker
Adjustment and Retraining Notification Act and any state or local statute concerning notice, severance or separation benefits).

Severance payments will be made from the general assets of HFFG. Unless otherwise required by law, severance payments will be paid in equal monthly installments in
accordance with the applicable Severance Plan Policy, (subject to any claw back policy maintained by HFFG) provided HFFG receives an effective waiver/release and the employee
has returned all HFFG property as described under “When an Employee is Eligible” above, and the employee complies with all applicable covenants.

HFFG will pay premiums to cover each qualified employee’s health insurance coverage through the Consolidated Omnibus Budget Reconciliation Act under the terms of the
policy.

The employee will be paid his or her accrued paid time off hours, less any hours used up through termination of employment.

Severance payments will not be used or considered in the computation or accrual of benefits under any other benefit plan or program except to the extent explicitly
permitted in such plan or program. In the event a former employee dies before receiving all of the severance payments due to the former employee, any remaining payments shall
be paid to the former employee's estate.

COMPLIANCE WITH CODE SECTION 409A

This Plan is intended to meet the requirements of the short term deferral and separation pay plan exemptions under Code section 409A. If and to the extent that any
payment under this Plan is deemed to be deferred compensation subject to the requirements of Code section 409A, the Plan will be operated in compliance with the applicable
requirements of Code section 409A and its corresponding regulations. Any payment from the Plan that is subject to the requirements of Code section 409A may only be made in a
manner and upon an event permitted by Code section 409A, including the requirement that deferred compensation payable to a “specified employee” of a publicly traded company
be postponed for six months after separation from service. Payments upon termination of employment may only be made upon a “separation from service” under section 409A.
Each payment under the Plan shall be treated as a separate payment for purposes of section 409A. In no event may an employee, directly or indirectly, designate the calendar year
of any payment to be made under the Plan.

CLAIMS PROCEDURE

Adverse Benefit Determinations

A terminated employee does not need to apply for benefits under the Plan. However, if the terminated employee (or his or her authorized representative) wishes to file a
claim for benefits, the claim
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must be in writing and filed with the Plan Administrator, and must be received by the Plan Administrator within ninety (90) days after the effective date of employment termination, or,
if benefits have commenced, within ninety (90) days of any reduction or cessation of benefits. If the Plan Administrator denies a claim in whole or in part, the Plan Administrator will
provide notice to the terminated employee, in writing, within 90 days after the claim is filed, unless the Plan Administrator determines that an extension of time for processing is
required. In the event that the Plan Administrator determines that such an extension is required, written notice of the extension shall be furnished to the terminated employee prior to
the termination of the initial 90-day period. The extension shall not exceed a period of 90 days from the end of the initial period of time and the extension notice shall indicate the
special circumstances requiring an extension of time and the date by which the Plan Administrator expects to render the benefit decision.

The written notice of a denial of a claim shall set forth, in a manner calculated to be understood by the terminated employee:

1.    the specific reason or reasons for the denial;

2.    reference to the specific Plan provisions on which the denial is based;

3.    a description of any additional material or information necessary for the terminated employee to perfect the claim and an explanation as to why such information is
necessary; and

4.    an explanation of the Plan’s claims procedure and the time limits applicable to such procedures, including a statement of the claimant's right to bring a civil action under
section 502(a) of ERISA following an adverse benefit determination on appeal.

Appeal of Adverse Benefit Determinations

The terminated employee or his or her duly authorized representative shall have an opportunity to appeal a claim denial to the Plan Administrator for a full and fair review.
The terminated employee or his or her duly authorized representative may:

1.    request a review upon written notice to the Plan Administrator within 60 days after receipt of a notice of the denial of a claim for benefits;

2.    submit written comments, documents, records, and other information relating to the claim for benefits; and

3.    examine the Plan and obtain, upon request and without charge, copies of all documents, records, and other information relevant to the terminated employee’s claim for
benefits.

The Plan Administrator’s review shall take into account all comments, documents, records, and other information submitted by the terminated employee relating to the
claim, without regard to whether such information was submitted or considered by the Plan Administrator in the initial benefit determination. A determination on the review by the
Plan Administrator will be made not later than 60 days after receipt of a request for review, unless the Plan Administrator determines that an extension of time for processing is
required. In the event that the Plan Administrator determines that such an extension is required, written notice of the extension shall be furnished to the terminated employee prior to
the termination of the initial 60-day period. The extension shall not exceed a period of 60 days from the end of the initial period and the extension notice shall indicate the special
circumstances requiring an extension of time and the date on which the Plan Administrator expects to render the determination on review.

The written determination of the Plan Administrator shall set forth, in a manner calculated to be understood by the terminated employee:
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1.    the specific reason or reasons for the decision;

2.    reference to the specific Plan provisions on which the decision is based;

3.    the terminated employee’s right to receive, upon request and without charge, reasonable access to, and copies of, all documents, records and other information
relevant to the claim for benefits; and

4.    a statement of the claimant's right to bring a civil action under section 502(a) of ERISA.

No person may bring an action for any alleged wrongful denial of Plan benefits in a court of law unless the claims procedures set forth above are exhausted and a final
determination is made by the Plan Administrator. If the terminated employee or other interested person challenges a decision of the Plan Administrator, a review by the court of law
will be limited to the facts, evidence and issues presented to the Plan Administrator during the claims procedure set forth above. Facts and evidence that become known to the
terminated employee or other interested person after having exhausted the claims procedure must be brought to the attention of the Plan Administrator for reconsideration of the
claims determination. Issues not raised with the Plan Administrator will be deemed waived. If the terminated employee or other duly authorized person has followed this entire
claims procedure and at the end of the process the claim is denied by the Plan Administrator, and if the terminated employee or other duly authorized person then wishes to file a
legal action concerning the claim for benefits, the terminated employee or other duly authorized person must commence the legal action within one hundred eighty (180) days after
the date of the Plan Administrator’s final decision on the claim (i.e., one hundred eighty (180) days after the date of the final denial under this claims procedure).

PLAN ADMINISTRATION

A Committee, comprised of the Chief Executive Officer, Chief Financial Officer and the Director of Human Resources, is the Plan Administrator and the named fiduciary of
the Plan for purposes of ERISA. The authority and duties of the Plan Administrator are described in this section and in such charters or other documents as may be adopted from
time to time.

The Plan Administrator will be the sole judge of the application and interpretation of the Plan, and will have the discretionary authority to construe the provisions of the Plan,
to resolve disputed issues of fact, and to make determinations regarding eligibility for benefits (other than determinations under “Eligibility” that are reserved to HFFG). The Plan
Administrator shall correct any defect, reconcile any inconsistency, or supply any omission with respect to the Plan. The decisions of the Plan Administrator in all matters relating to
the Plan that are within the scope of his/her authority (including, but not limited to, eligibility for benefits, Plan interpretations, and disputed issues of fact) will be final and binding on
all parties.

ACTION BY HFFG

Any action taken by HFFG under the Severance Plan shall be taken by the Plan Administrator.

AMENDMENT AND TERMINATION OF THE PLAN

HFFG reserves the right to amend or terminate the Severance Plan, in whole or in part, at any time and for any reason. An amendment to, or termination of, the Plan may
discontinue any further payments to the terminated employee. Such action shall be taken by the Board of Directors of HFFG or its delegate in accordance with the terms of the
Severance Plan.
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MISCELLANEOUS INFORMATION

    Nonalienation of Benefits. None of the payments, benefits or rights of any Participant will be subject to any claim of any creditor of the Participant, and, in particular, to the
fullest extent permitted by law, all such payments, benefits and rights will be free from attachment, garnishment, trustee's process, or any other legal or equitable process available
to any creditor of such terminated employee. No Participant will have the right to alienate, anticipate, commute, plead, encumber or assign any of the benefits or payments that he
or she may expect to receive, contingently or otherwise, under this Severance Plan.

    No Contract of Employment. Neither the establishment of the Severance Plan, nor any modification thereof, nor the creation of any fund, trust or account, nor the payment of
any benefits will be construed as giving any terminated employee, or any person whomsoever, the right to be retained in the service of the Firm, and all other terminated employees
will remain subject to discharge to the same extent as if the Severance Plan had never been adopted.

    Severability of Provisions. If any provision of this Plan is held invalid or unenforceable, such invalidity or unenforceability will not affect any other provisions hereof, and this
Plan will be construed and enforced as if such provisions had not been included.

    Heirs, Assigns, and Personal Representatives. This Plan will be binding upon the heirs, executors, administrators, successors and assigns of the parties, including each
terminated employee (except that no successor to the Firm will be considered a Plan sponsor unless that successor adopts this Plan).

    Payments to Incompetent Persons, Beneficiaries, Etc. Any benefit payable to or for the benefit of a minor, incompetent person or other person incapable of receipting therefor
will be deemed paid when paid to such person's guardian or to the party providing for the care of such person. Any benefits due to a deceased terminated employee will be paid to
the terminated employee's estate. Any such payment will fully discharge the Firm, the Plan Administrator, and all other parties with respect thereto.

    Lost Payees. A benefit will be deemed forfeited if the Plan Administrator is unable to locate a terminated employee to whom a benefit is due. Such benefit will be reinstated if
application is made by the terminated employee for the forfeited benefit while this Plan is in operation.

Controlling Law. This Plan will be construed and enforced according to the laws of the State of Nevada, without regard to any conflict of law provisions, to the extent not
superseded by federal law. Notwithstanding the foregoing, all separation and retention agreements will be construed and enforced according to the laws of the State of Nevada.

ERISA RIGHTS STATEMENT

As a participant in the Plan, you are entitled to certain rights and protections under ERISA. ERISA provides that all Plan participants shall be entitled to:

Receive Information about Your Plan and Benefits

• Examine, without charge, at the Plan Administrator’s office and at other specified locations, such as worksites and union halls, all documents governing the plan, including
insurance contracts and collective bargaining agreements, and a copy of the latest annual report (Form 5500 Series) filed by the plan with the U.S. Department of Labor and
available at the Public Disclosure Room of the Employee Benefits Security Administration.
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• Obtain, upon written request to the Plan Administrator, copies of documents governing the operation of the Plan, including insurance contracts and collective bargaining
agreements, and copies of the latest annual report (Form 5500 Series) and updated summary plan description. The Plan Administrator may make a reasonable charge for the
copies.

Prudent Actions by Plan Fiduciaries

In addition to creating rights for Plan participants, ERISA imposes duties upon the people who are responsible for the operation of the employee benefit plan. The people who
operate your Plan, called “fiduciaries” of the plan, have a duty to do so prudently and in the interest of you and other Plan participants and beneficiaries. No one, including your
employer, your union, or any other person, may fire you or otherwise discriminate against you in any way to prevent you from obtaining a welfare benefit or exercising your rights
under ERISA.

Enforce Your Rights

If your claim for a benefit is denied or ignored, in whole or in part, you have a right to know why this was done, to obtain copies of documents relating to the decision without charge,
and to appeal any denial, all within certain time schedules.

Under ERISA, there are steps you can take to enforce the above rights. For instance, if you request materials from the plan and do not receive them within 30 days, you may file suit
in a federal court. In such a case, the court may require the Plan Administrator to provide the materials and pay you up to $110 a day until you receive the materials, unless the
materials were not sent because of reasons beyond the control of the administrator. If you have a claim for benefits which is denied or ignored, in whole or in part, you may file suit
in a state or federal court. If it should happen that the Plan fiduciaries misuse the Plan’s money or if you are discriminated against for asserting your rights, you may seek assistance
from the U.S. Department of Labor, or you may file suit in a federal court. The court will decide who should pay court costs and legal fees. If you are successful the court may order
the person you have sued to pay these costs and fees. If you lose, the court may order you to pay these costs and fees, for example, if it finds your claim is frivolous.

Assistance with Your Questions

If you have any questions about your Plan, you should contact the Plan Administrator. If you have any questions about this statement or about your rights under ERISA, you should
contact the nearest office of the Employee Benefits Security Administration, U.S. Department of Labor, listed in your telephone directory or the Division of Technical Assistance and
Inquiries, Employee Benefits Security Administration, U.S. Department of Labor, 200 Constitution Avenue NW, Washington, D.C. 20210. You may also obtain certain publications
about your rights and responsibilities under ERISA by calling the publication hotline of the Employee Benefits Security Administration.
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HF FOODS GROUP INC. SEVERANCE POLICY
(Chief Executive Officer)

This Severance Policy (“Policy”) sets forth the severance pay benefit of HF Foods Group Inc. Severance Plan (“HFFG”) applicable to the Chief Executive Officer.

The information contained in this Severance Policy, combined with the HF Foods Group Inc. Severance Plan (“Severance Plan”) document, applies to those eligible
employees described below.

The summary plan description for the Severance Plan applicable to the Chief Executive Officer is made up of the main Severance Plan document and this Severance
Policy. Both the main Severance Plan document and this Severance Policy must be read together.

ELIGIBILITY

    The Policy applies to the Chief Executive Officer. This policy does not apply to any other employee nor does it apply to any person who is described as ineligible in the Severance
Plan.

QUALIFYING EVENTS

    In the event of an involuntary termination, as determined by the Administrative Committee, HFFG provides a severance benefit for affected employees. The severance benefit will
also be provided in the event of a termination of employment for “Good Reason” (as defined below). This severance benefit does not apply to terminations for Cause (as defined in
the Severance Plan) (including terminations for poor performance or violations of HFFG policy).

    For purposes of this Policy, “Good Reason” means, without the employee’s consent and subject to the notice, cure and other requirements set forth below: (i) a material
diminution of base salary, provided that a diminution of 10% or less in any one calendar year will not be deemed material; (ii) a material diminution of the employee’s authority,
duties or responsibilities as an employee; or (iii) a material change in the principal geographic location at which the employee must perform services for HFFG (for purposes of this
agreement, relocation to a facility or a location that would not increase the one-way commute distance by more than 50 miles will not be considered a material change in geographic
location). In order for an employee to terminate status as an employee for Good Reason, (i) the employee must first provide written notice to HFFG of the existence of the Good
Reason condition within 30 days of the initial existence of such Good Reason condition, specifically identifying the acts or omissions constituting grounds for Good Reason; (ii)
HFFG must have a period of at least 30 days following receipt of such written notice during which it may remedy the Good Reason condition (the “Cure Period”); (iii) the employee
must cooperate in good faith with any efforts by HFFG to remedy the Good Reason condition; (iv) the Good Reason condition must continue to exist upon completion of the Cure
Period; and (v) the employee must resign from all positions held with HFFG effective not later than 30 days after completion of the Cure Period.

PLAN BENEFITS

Payment Amount

    The amount of severance is equal to the following:

• Base salary multiplied by two, or
• Base salary multiplied by two in the event that, in the period beginning 6 months before through 12 months after a change in control, a termination of employment

occurs.
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For purposes of this Policy, the term “change in control” shall have the same meaning as set forth in HFFG’s equity plan.

Severance Plan benefits shall be paid in 24 monthly installments.

For purposes of this Policy, base salary means regular wages, whether paid bi-weekly or semi-monthly, received by an eligible employee through HFFG’s standard payroll
policies and procedures, exclusive of a forgivable draw, overtime, shift differential, car allowance, commission, bonus, or any other incentive-based compensation.

Vacation

Accrued but unused vacation will be paid out to the employee. Vacation will stop accruing as of the effective date of termination.

Insurance Benefits

If a qualified employee timely elects continued group health plan continuation coverage under the Consolidated Omnibus Budget Reconciliation Act of 1985 (“COBRA”)
following termination, HFFG will pay directly to the carrier the full amount of the COBRA premiums for continued coverage under HFFG’s group health plans, including coverage for
eligible dependents, until the earliest of (i) twelve (12) months following the date of termination, (ii) the expiration of eligibility for the continuation coverage under COBRA, or (iii) the
date when the former employee becomes eligible for substantially equivalent health insurance coverage in connection with new employment (the “COBRA Payment Period”). Upon
the conclusion of the COBRA Payment Period, the former employee will be responsible for the entire payment of premiums (or payment for the cost of coverage) required under
COBRA for the duration of any eligible COBRA coverage period. The qualified employee agrees to promptly notify HFFG as soon as eligible for health insurance coverage in
connection with new employment or self-employment. Notwithstanding the foregoing, if at any time HFFG determines, in its sole discretion, that it cannot provide the COBRA
premium benefits without HFFG or the qualified employee potentially incurring financial costs or penalties under applicable law (including, without limitation, Section 2716 of the
Public Health Service Act), then in lieu of paying COBRA premiums directly to the carrier, HFFG will instead pay the former employee on the last day of each remaining month of the
COBRA Payment Period a fully taxable cash payment equal to the value of the monthly COBRA premium for the first month of COBRA coverage, subject to applicable tax
withholding for the balance of the COBRA Payment Period.

Equity Treatment

If an employee is terminated based on a qualifying event (as defined above), he or she should consult the relevant equity award agreement(s) for terms relevant to equity
awards, including provisions dictating how unvested equity will be treated in the future.

AGREEMENT AND GENERAL RELEASE OF CLAIMS

    To qualify for the severance pay benefit, an otherwise eligible employee must timely sign, return, and not effectively rescind the Separation Agreement and Release of Claims
(“Separation Agreement”). The Separation Agreement is a document signed by the employee and HFFG, in which the employee agrees to release any and all claims, actions, or
lawsuits against HFFG that relate to employment with HFFG.

    If an employee chooses not to sign a Separation Agreement in a timely manner or rescinds a Separation Agreement, that employee will not receive severance pay under this
policy. For more
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information regarding terms of HFFG’s separation agreements, please contact HFFG’s Human Resources Department.

MISCELLANEOUS

    HFFG has the authority to withhold applicable income and payroll taxes from any payments under the policy to the extent required by law.

    This policy shall not be deemed to constitute a contract of employment or impose on HFFG any obligation to retain an employee nor shall this policy restrict the right of HFFG to
discharge any employee or restrict the right of any employee to terminate his/her employment with HFFG.
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HF FOODS GROUP INC. SEVERANCE POLICY
(Key Executives Other Than the Chief Executive Officer)

This Severance Policy (“Policy”) sets forth the severance pay benefit of HF Foods Group Inc. Severance Plan (“HFFG”) applicable to Key Executives, as identified in the
document entitled “List of Key Executives,” available from the Chief Executive Officer.

The information contained in this Severance Policy, combined with the HF Foods Group Inc. Severance Plan (“Severance Plan”) document, applies to those eligible
employees described below.

The summary plan description for the Severance Plan applicable to Key Executives (other than the Chief Executive Officer) is made up of the main Severance Plan
document and this Severance Policy. Both the main Severance Plan document and this Severance Policy must be read together.

ELIGIBILITY

    The Policy applies to Key Executives other than the Chief Executive Officer. This policy does not apply to any other employee nor does it apply to any person who is described as
ineligible in the Severance Plan.

QUALIFYING EVENTS

    In the event of an involuntary termination, as determined by the Administrative Committee, HFFG provides a severance benefit for affected employees. The severance benefit will
also be provided in the event of a termination of employment for “Good Reason” (as defined below). This severance benefit does not apply to terminations for Cause (as defined in
the Severance Plan) (including terminations for poor performance or violations of HFFG policy).

    For purposes of this Policy, “Good Reason” means, without the employee’s consent and subject to the notice, cure and other requirements set forth below: (i) a material
diminution of base salary, provided that a diminution of 10% or less in any one calendar year will not be deemed material; (ii) a material diminution of the employee’s authority,
duties or responsibilities as an employee; or (iii) a material change in the principal geographic location at which the employee must perform services for HFFG (for purposes of this
agreement, relocation to a facility or a location that would not increase the one-way commute distance by more than 50 miles will not be considered a material change in geographic
location). In order for an employee to terminate status as an employee for Good Reason, (i) the employee must first provide written notice to HFFG of the existence of the Good
Reason condition within 30 days of the initial existence of such Good Reason condition, specifically identifying the acts or omissions constituting grounds for Good Reason; (ii)
HFFG must have a period of at least 30 days following receipt of such written notice during which it may remedy the Good Reason condition (the “Cure Period”); (iii) the employee
must cooperate in good faith with any efforts by HFFG to remedy the Good Reason condition; (iv) the Good Reason condition must continue to exist upon completion of the Cure
Period; and (v) the employee must resign from all positions held with HFFG effective not later than 30 days after completion of the Cure Period.

PLAN BENEFITS

Payment Amount

    The amount of severance is equal to the following:

• Base salary multiplied by one, or
• Base salary multiplied by two in the event that, in the period beginning 6 months before through 12 months after a change in control, a termination of employment

occurs.
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For purposes of this Policy, the term “change in control” shall have the same meaning as set forth in HFFG’s equity plan.

Severance Plan benefits shall be paid in 12 monthly installments, provided, however, that if Severance Plan benefits are payable due to a change in control as described
above, such Severance Plan benefits shall be paid in 24 monthly installments.

For purposes of this Policy, base salary means regular wages, whether paid bi-weekly or semi-monthly, received by an eligible employee through HFFG’s standard payroll
policies and procedures, exclusive of a forgivable draw, overtime, shift differential, car allowance, commission, bonus, or any other incentive-based compensation.

Vacation

Accrued but unused vacation will be paid out to the employee. Vacation will stop accruing as of the effective date of termination.

Insurance Benefits

If a qualified employee timely elects continued group health plan continuation coverage under the Consolidated Omnibus Budget Reconciliation Act of 1985 (“COBRA”)
following termination, HFFG will pay directly to the carrier the full amount of the COBRA premiums for continued coverage under HFFG’s group health plans, including coverage for
eligible dependents, until the earliest of (i) twelve (12) months following the date of termination, (ii) the expiration of eligibility for the continuation coverage under COBRA, or (iii) the
date when the former employee becomes eligible for substantially equivalent health insurance coverage in connection with new employment (the “COBRA Payment Period”). Upon
the conclusion of the COBRA Payment Period, the former employee will be responsible for the entire payment of premiums (or payment for the cost of coverage) required under
COBRA for the duration of any eligible COBRA coverage period. The qualified employee agrees to promptly notify HFFG as soon as eligible for health insurance coverage in
connection with new employment or self-employment. Notwithstanding the foregoing, if at any time HFFG determines, in its sole discretion, that it cannot provide the COBRA
premium benefits without HFFG or the qualified employee potentially incurring financial costs or penalties under applicable law (including, without limitation, Section 2716 of the
Public Health Service Act), then in lieu of paying COBRA premiums directly to the carrier, HFFG will instead pay the former employee on the last day of each remaining month of the
COBRA Payment Period a fully taxable cash payment equal to the value of the monthly COBRA premium for the first month of COBRA coverage, subject to applicable tax
withholding for the balance of the COBRA Payment Period.

Equity Treatment

If an employee is terminated based on a qualifying event (as defined above), he or she should consult the relevant equity award agreement(s) for terms relevant to equity
awards, including provisions dictating how unvested equity will be treated in the future.

AGREEMENT AND GENERAL RELEASE OF CLAIMS

    To qualify for the severance pay benefit, an otherwise eligible employee must timely sign, return, and not effectively rescind the Separation Agreement and Release of Claims
(“Separation Agreement”). The Separation Agreement is a document signed by the employee and HFFG, in which the employee agrees to release any and all claims, actions, or
lawsuits against HFFG that relate to employment with HFFG.
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    If an employee chooses not to sign a Separation Agreement in a timely manner or rescinds a Separation Agreement, that employee will not receive severance pay under this
policy. For more information regarding terms of HFFG’s separation agreements, please contact HFFG’s Human Resources Department.

MISCELLANEOUS

    HFFG has the authority to withhold applicable income and payroll taxes from any payments under the policy to the extent required by law.

    This policy shall not be deemed to constitute a contract of employment or impose on HFFG any obligation to retain an employee nor shall this policy restrict the right of HFFG to
discharge any employee or restrict the right of any employee to terminate his/her employment with HFFG.
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HF FOODS GROUP INC. SEVERANCE POLICY
(Employees Classified as Vice Presidents)

This Severance Policy (“Policy”) sets forth the severance pay benefit of HF Foods Group Inc. Severance Plan (“HFFG”) applicable to the employees classified by HFFG as
Vice Presidents.

The information contained in this Severance Policy, combined with the HF Foods Group Inc. Severance Plan (“Severance Plan”) document, applies to those eligible
employees described below.

The summary plan description for the Severance Plan applicable to employees classified by HFFG as Vice Presidents is made up of the main Severance Plan document
and this Severance Policy. Both the main Severance Plan document and this Severance Policy must be read together.

ELIGIBILITY

    The Policy applies to employees classified by HFFG as Vice Presidents. This policy does not apply to any other employee nor does it apply to any person who is described as
ineligible in the Severance Plan.

QUALIFYING EVENTS

    In the event of an involuntary termination, as determined by the Administrative Committee, HFFG provides a severance benefit for affected employees. The severance benefit will
also be provided in the event of a termination of employment for “Good Reason” (as defined below). This severance benefit does not apply to terminations for Cause (as defined in
the Severance Plan) (including terminations for poor performance or violations of HFFG policy).

    For purposes of this Policy, “Good Reason” means, without the employee’s consent and subject to the notice, cure and other requirements set forth below: (i) a material
diminution of base salary, provided that a diminution of 10% or less in any one calendar year will not be deemed material; (ii) a material diminution of the employee’s authority,
duties or responsibilities as an employee; or (iii) a material change in the principal geographic location at which the employee must perform services for HFFG (for purposes of this
agreement, relocation to a facility or a location that would not increase the one-way commute distance by more than 50 miles will not be considered a material change in geographic
location). In order for an employee to terminate status as an employee for Good Reason, (i) the employee must first provide written notice to HFFG of the existence of the Good
Reason condition within 30 days of the initial existence of such Good Reason condition, specifically identifying the acts or omissions constituting grounds for Good Reason; (ii)
HFFG must have a period of at least 30 days following receipt of such written notice during which it may remedy the Good Reason condition (the “Cure Period”); (iii) the employee
must cooperate in good faith with any efforts by HFFG to remedy the Good Reason condition; (iv) the Good Reason condition must continue to exist upon completion of the Cure
Period; and (v) the employee must resign from all positions held with HFFG effective not later than 30 days after completion of the Cure Period.

PLAN BENEFITS

Payment Amount

    The amount of severance is equal to the following:

• Base salary multiplied by one-half, or
• Base salary multiplied by one in the event that, in the period beginning 6 months before through 12 months after a change in control, a termination of employment

occurs.
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For purposes of this Policy, the term “change in control” shall have the same meaning as set forth in HFFG’s equity plan.
Severance Plan benefits shall be paid in 6 monthly installments, provided, however, that if Severance Plan benefits are payable due to a change in control as described

above, such Severance Plan benefits shall be paid in 12 monthly installments.

For purposes of this Policy, base salary means regular wages, whether paid bi-weekly or semi-monthly, received by an eligible employee through HFFG’s standard payroll
policies and procedures, exclusive of a forgivable draw, overtime, shift differential, car allowance, commission, bonus, or any other incentive-based compensation.

Vacation

Accrued but unused vacation will be paid out to the employee. Vacation will stop accruing as of the effective date of termination.

Insurance Benefits

If a qualified employee timely elects continued group health plan continuation coverage under the Consolidated Omnibus Budget Reconciliation Act of 1985 (“COBRA”)
following termination, HFFG will pay directly to the carrier the full amount of the COBRA premiums for continued coverage under HFFG’s group health plans, including coverage for
eligible dependents, until the earliest of (i) six (6) months following the date of termination, (ii) the expiration of eligibility for the continuation coverage under COBRA, or (iii) the date
when the former employee becomes eligible for substantially equivalent health insurance coverage in connection with new employment (the “COBRA Payment Period”). Upon the
conclusion of the COBRA Payment Period, the former employee will be responsible for the entire payment of premiums (or payment for the cost of coverage) required under
COBRA for the duration of any eligible COBRA coverage period. The qualified employee agrees to promptly notify HFFG as soon as eligible for health insurance coverage in
connection with new employment or self-employment. Notwithstanding the foregoing, if at any time HFFG determines, in its sole discretion, that it cannot provide the COBRA
premium benefits without HFFG or the qualified employee potentially incurring financial costs or penalties under applicable law (including, without limitation, Section 2716 of the
Public Health Service Act), then in lieu of paying COBRA premiums directly to the carrier, HFFG will instead pay the former employee on the last day of each remaining month of the
COBRA Payment Period a fully taxable cash payment equal to the value of the monthly COBRA premium for the first month of COBRA coverage, subject to applicable tax
withholding for the balance of the COBRA Payment Period.

Equity Treatment

If an employee is terminated based on a qualifying event (as defined above), he or she should consult the relevant equity award agreement(s) for terms relevant to equity
awards, including provisions dictating how unvested equity will be treated in the future.

AGREEMENT AND GENERAL RELEASE OF CLAIMS

    To qualify for the severance pay benefit, an otherwise eligible employee must timely sign, return, and not effectively rescind the Separation Agreement and Release of Claims
(“Separation Agreement”). The Separation Agreement is a document signed by the employee and HFFG, in which the employee agrees to release any and all claims, actions, or
lawsuits against HFFG that relate to employment with HFFG.

    If an employee chooses not to sign a Separation Agreement in a timely manner or rescinds a Separation Agreement, that employee will not receive severance pay under this
policy. For more
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information regarding terms of HFFG’s separation agreements, please contact HFFG’s Human Resources Department.    

MISCELLANEOUS

    HFFG has the authority to withhold applicable income and payroll taxes from any payments under the policy to the extent required by law.

    This policy shall not be deemed to constitute a contract of employment or impose on HFFG any obligation to retain an employee nor shall this policy restrict the right of HFFG to
discharge any employee or restrict the right of any employee to terminate his/her employment with HFFG.
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HF Foods Group Announces the Appointment of Christine Chang as General Counsel and Chief Compliance Officer

 
CITY OF INDUSTRY, CA – August 4, 2021 – HF Foods Group Inc. (NASDAQ: HFFG), a leading food distributor to Asian/Chinese restaurants across the Southeast, Pacific and Mountain
West regions of the United States (“HF Group” or the “Company”), announces the appointment of Ms. Christine Chang as General Counsel and Chief Compliance Officer of the Company. Ms.
Chang will officially join the Company on September 8, 2021. She will report jointly to the CEO and the Chairman of the Board of Directors of HF Group.

Ms. Chang’s 13 year legal career began as an associate at Dentons, LLP in New York City. She then moved to Las Vegas and joined Caesars Entertainment, where she held several positions of
increasing responsibility, her last role being Vice President and Chief Counsel, Litigation. In 2020 she joined Boyd Gaming, where she currently serves as Vice President Legal Affairs, Labor
Relations and Litigation. Ms. Chang received her undergraduate degree from the University of California, Berkeley, and her legal degree from Columbia University School of Law.
 
Mr. Peter Zhang, CEO of HF Group said: “We are delighted to have Christine join our executive team. She will be a trusted advisor to the team on all legal matters, and we will benefit from her
expertise as we build and strengthen our compliance programs.”

Mr. Russell Libby, Chairman of the Board of Directors said: “On behalf of the Board, we are thrilled to have Christine join the Company. I look forward to working with her on Board matters,
including our continuous review and improvement of our governance processes.”

About HF Foods Group Inc.
HF Foods Group Inc., headquartered in City of Industry, California, is a leading marketer and distributor of fresh produce, frozen and dry food, and non-food products to primarily Asian/Chinese
restaurants and other foodservice customers throughout the Southeast, Pacific and Mountain West regions of the United States. With 14 distribution centers along the U.S. eastern and western
seaboards, HF Foods aims to supply the increasing demand for Asian American restaurant cuisine. With an in-house proprietary ordering and inventory control network, more than 10,000
established customers in 21 states, and strong relations with growers and suppliers of food products in the US and China, HF Foods Group is able to offer fresh, high-quality specialty restaurant
foods and supplies at economical prices to its large and growing base of customers. For more information, please visit www.hffoodsgroup.com.
 
Forward-Looking Statements
All statements in this news release other than statements of historical facts are forward-looking statements which contain our current expectations about our future results. We have attempted to
identify any forward-looking statements by using words such as “anticipates,” “believes,” “could,” “expects,” “intends,” “may,” “should” and other similar expressions. Although we believe that
the expectations reflected in all of our forward-looking statements are reasonable, we can give no assurance that such expectations will prove to be correct. Such statements are not guarantees of
future performance or events and are subject to known and unknown risks and uncertainties that could cause the Company’s actual results, events or financial positions to differ materially from
those included within or implied by such forward-looking statements. Such factors include, but are not limited to, unfavorable macroeconomic conditions in the United States, competition in the
food service distribution industry, particularly the entry of new competitors into the Chinese/Asian restaurant market niche, increases in fuel costs or commodity prices, disruption of relationships
with vendors and increases in product prices, U.S. government tariffs on products imported into the United States, particularly from China, changes in consumer eating and dining out habits,
disruption of relationships with or loss of customers, our ability to execute our acquisition strategy, availability of financing to execute our acquisition strategy, failure to retain our senior
management and other key personnel, our ability to attract, train and retain employees, changes in and enforcement of immigration laws, failure to comply with various federal, state and local
rules and regulations regarding food safety, sanitation, transportation, minimum wage, overtime and other health and safety laws, product recalls, voluntary recalls or withdrawals if any of the
products we distribute are alleged to have caused illness, been mislabeled, misbranded or adulterated or to otherwise have violated applicable government regulations, failure to protect our
intellectual property rights, any cyber security incident, other technology disruption, or delay in implementing our information technology systems, statements of assumption underlying any of the
foregoing, and other factors disclosed under the caption “Risk Factors” in our Annual Report on Form 10-K for the year ended December 31, 2020 and other filings with the SEC. Readers are
cautioned not to place undue reliance on these forward-looking



statements, which speak only as of the date made. Except as required by law, we undertake no obligation to disclose any revision to these forward-looking statements.

Investor Relations Contact:
Gateway Investor Relations
Cody Slach
Tel 1-949-574-3860
HFFG@gatewayir.com
 
 


