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Prevention, Complaint and Discipline of Sexual Harassment Policy

1.HHY Purpose

R5a ~ mEVEERIESEM o IREEALNE AT - Contingent Worker (LU NESYEAE)
FORB A R VR IE 2 TAF RSB » AR S TIEES T+ =R%E—1H > DUk
SENEARAT [ LRSS SRR e R A, 2 AHRERE - STEAMRE -

To undertake proper prevention and handle sexual harassment incidents and provide a
friendly working environment that is free of sexual harassment for the employees,
contingent workers and job applicants, in accordance with Article 13, Paragraph 1 of the
Gender Equality in Employment Act, and the relevant regulations outlined in the
"Amendments to the Regulations for Establishing Measures on Prevention of Sexual

Harassment in the Workplace" issued by the Ministry of Labor.

2.#i[& Scope

KAFEET ~ YR AN B FORIEE BT RS BORMRIS AT 38 4 2 MR IE =T -
Sexual harassment incidents that occur when the employees, contingent workers and

job applicants are performing their job duties or applying for jobs of company.

3.}#& Role & Responsibility

3.1. FRHMEEEEHETZE © MR R E BB AL SIS AT -
Filing a complaint of sexual harassment: The victim of a sexual harassment incident or

his/her representative may file a complaint with the company.

3.2. HIFBMSHEEM - (EIIEEHE NSEAARBEA AL S et HEFm EA A F IS
BRI R AT R -

Awareness of sexual harassment incidents: Any behavior that makes the company
aware of a sexual harassment incident, except in cases where the victim or his/her

representative has not filed a complaint with the company.



3.3. MERESEMZHEGEE  ATTERE (GFFE 7.161) -
Receipt and investigation of sexual harassment incidents: People & Organization
Department shall handle the receipt and investigation of sexual harassment incidents

(as detailed in Section 7.1).

3.4. MEREEMRTEOARE © MERIEHRTREZ B g LU SRR R A/ NE (BES
8.1-8.3 i)

Evaluation and resolution of sexual harassment incidents: The Sexual Harassment
Complaint Handling Committee and the Sexual Harassment Complaint Investigation
Team shall be responsible for the evaluation and resolution of sexual harassment

incidents (as detailed in Sections 8.1-8.3).

4.3 Definition

41, KPEEFTEMERE - (RIEAAFIAL - BN B FOKBE R TIS BOR T 2
AMERPPE TARES T RATEZ TYIT R ¢

The term "sexual harassment" as mentioned in this policy refers to the following
behaviors as defined in Article 12 of the Gender Equality in Employment Act, when the
employees, contingent workers, and job applicants of the company perform their job

duties or apply for jobs:

411, AT ALIEEDR ~ BAEVERREUEREAR 2 S5EsdT R - BIALNE AT ~ &8
NB ORI S RREUENE ~ 2ot slE UM 2 TR - RIUSHEH ARREiE - A
5 H HEGe B H TIERE

Any person who, through verbal or non-verbal language or actions, makes sexual
requests or engages in behavior with sexual connotations or gender discrimination,
thereby creating a hostile, coercive, or offensive working environment for employees,
contingent workers, or job applicants of the company, infringing upon or interfering with

their personal dignity, personal freedom, or affecting their work performance.

4.1.2. BEREEHARAF AT ~ QR AN B FOKBE B R R Z EEER - AT
BUREME AR < S5 sid TR - MRS BN - 748 - BE % IcE - &
B ~ =545 ~ BB -~ [l ~ SR STHARL:

Employers or people managers who make explicit or implicit sexual requests or engage

in language or behavior with sexual connotations or gender discrimination towards



employees, contingent workers, and job applicants of the company, using them as
conditions for the establishment, continuation, modification, distribution, allocation,
compensation, performance appraisal, promotion, demotion, rewards, or disciplinary

actions of the employment contract.

4.1.3. HEEMA ~ KIS TR Z 5 CiEHE ~ BB 2 A > FIRESE S G &
MR -

Abuse of power sexual harassment refers to the act of using one's power or position to
engage in sexual harassment towards someone under their supervision or control, or
someone who is in a subordinate position due to their employment, job application, or

job responsibilities.

4.4, BEISEEZ SN o WS SERT T A LR RS R R
In addition to the previous three points, the determination of whether an act constitutes
sexual harassment may also consider the following circumstances in a comprehensive

manner:

4.1.4.1. AHEEZEHR - B B RYEERE A SRS © s T NS B C B
Ry Z % JRIE -
Inappropriate gazing, touching, hugging, kissing, or smelling of another person’s body;

it’s the same that apply to forcing someone to perform such actions on one’s own body.
41.4.2. Fik - WEH - RTSUERIEEDR - BAMEERSE IR Y O - B
B s EE Y

Sending, placing, displaying, or broadcasting texts, pictures, sound, images, or other

materials containing sexual requests, sexual connotations, or gender discrimination.

4.1.4.3. NAESGFHEENERZ IREESGERIT R «

Repeated or persistent following or pursuit behavior against someone's will.

4.2. TYIBEIREAANEE -

The following situations also fall under the scope of this policy:

4.21. BT ~ {MEAERIETIERE - BIARLNE ZE— AN RFFEMEESEE -
If an employee or contingent worker is subjected to persistent sexual harassment by the

same individual from the company during non-working hours.

4.2.2. BT -~ M ANERIELIERH - E2HMAE - BHEEIFRSCEB AR R



[E— A R lEEERE -
If an employee or contingent worker is subjected to persistent sexual harassment by the
same individual from another company with which there is a collaborative or business

relationship.

4.2.3. BT -~ {e NBFRIETLIERGE » @2mesa s ASEE BIEREE -
If an employee or contingent worker is subjected to sexual harassment by the highest-

ranking executive or supervisor during non-working hours.

5.05 6B 2 2 55)|&k Training on the Prevention of Sexual Harassment

5.1. KAEFE MIAR - BHbTEMERE 2 #5319 -
The company will provide the training on the prevention of sexual harassment to the

following individuals:

5.1.1. BT - &E N\ BFEREZ TIRG TSI 2 BE 4R -
All employees and contingent workers should receive the training on preventing and

addressing workplace sexual harassment.

&

5.1.2. BEW A EERB RS EEBHITEf 2 a  FEARAR - BFE
TEHAREZ MRS /4K -

Supervisors and individuals involved in the handling, investigation, and resolution of
sexual harassment complaints should undergo regular training on relevant topics. This
training should be provided on an annual basis to ensure their understanding of best
practices and updated knowledge in effectively addressing sexual harassment

incidents.

5.2. HU#ALE 5.1 B HF ISR > st¥ZEfaEZ NBEAIRE - AAFEZESE (B
F)BEA (BFE) $EAEEFERSG S - (BT -

The training mentioned in section 5.1 will be prioritized for the individuals or members
of the identified departments, as well as the directors, supervisors, managers, and
officers of the company. This prioritization ensures that those in positions of authority or
leadership within the company receive the necessary training to effectively prevent and

address sexual harassment incidents.

5.3. WRIEALNEIFTRESEL ~ B Z LIRS LIFE - AN EIE R TIER SRR E b



SRR - IRELVEREE N - WA RS RE TEE AR -

For workers in workplaces that are not under the direct management of the company,
the company should identify the types of risks associated with workplace sexual
harassment, provide necessary protective measures, and inform employees or

contingent workers in advance about these risks.

6. ITRIBEX 2 4IE K fRdERE Immediate and Effective Corrective and Remedial

Measures

6.1. ARAFENFIFEMESE 2 FPRE - RBRE N FILRIA 8 QT R AR i -
When the company becomes aware of a sexual harassment incident, it will take the

following immediate and effective corrective and remedial measures:

6.1.1. [NEHEFRIFmAIRMEERE 2 FPE

Upon receiving a complaint and becoming aware of a sexual harassment incident:

6.1.1.1. FEHIFAER - REUEE ZIREEEh - &0 BT A2 SRR IE T A e
Ao WARE T A Z B F BRI EA A Z 5 -

Taking appropriate separation measures based on the complainant's wishes to prevent
a recurrence of the harassment and ensuring that the complainant does not experience

detrimental changes in their employment conditions, such as salary.

6.1.1.2. HHFTASR M55 - BRSO EEERE ~ (hEE A B S EA T iR
?% o
Providing or referring the complainant to consultation services, medical or

psychological counseling, social welfare resources, and other necessary services.

6.1.1.3. BUENAIRAS 8 G2 i & S HIEFy - $HVERRB M 2 MHR AN BT TR
Initiating the investigation and handling procedures outlined in Section 8 of this policy,
which may involve conducting interviews or appropriate investigative procedures with

individuals involved in the harassment incident.

6.1.1.4. WeHFF AEMESML - BASEIEA - FOETHEIE A Jef T1F L e R
ZNER o R L E BRI N 2R SR BRI o (2 RIS
W29 - FET A -



If the accused individual holds a position of power and the severity of the incident
warrants it, temporarily suspending or adjusting their position during the investigation. If
the accused individual is not determined to be responsible for the harassment, they

shall be compensated for the period of suspension.

6.1.1.5. MERETAKEDTBE KRB ERTT A AEE 2B - 15
HAH » AAEERMENEE TI/EES =R —F ZHE - RETHSR L5 E#
&y e

If the sexual harassment behavior is confirmed through the investigation, the company
will impose appropriate disciplinary measures or actions based on the severity of the
incident. In cases of serious misconduct, the company may terminate the employment
contract without prior notice in accordance with Article 13-1, Paragraph 2 of the Gender

Equality in Employment Act.

6.1.1.6. WKHERACEBEMIEEE @ MEFHAREE 2 B -
Ifitis found that the complainant deliberately fabricated malicious facts, appropriate

disciplinary measures or actions will be taken against the complainant as well.

6.1.2. AN EIFEA EEETI AR SRR
If the company becomes aware of a sexual harassment incident not through a

complaint:

6.1.2.1. FisERA A B - BHR S EIET O R KA -

Interviewing relevant individuals to clarify and verify the relevant facts of the incident.
6.1.2.2. HRIME NG EiR 2 ML A TERUR AR WA ERR B HIGE 5T -
Informing the victim of their rights and various avenues for seeking remedies, and

assisting them in filing a complaint according to their wishes.

6.1.2.3. %R AN B HEE TIFNESC ISR -
Making appropriate adjustments to the work content or work environment for the

individuals involved.

6.1.2.4. {RiE NERE - AL/ A - BB LB ~ (e R &R
i AR A% -
Providing or referring the victim to consultation services, medical or psychological

counseling, social welfare resources, and other necessary services based on the



victim's wishes.

6.2. ANE|RPEWE NS A ESRE R - EE AR HTERE - AL
ERHKES 6.1.2 BIFE » SREUCZEIA R 4U IE R iR -

If the company becomes aware of a sexual harassment incident based on the victim's
statement but the victim does not express a willingness to file a complaint, the
company will still take immediate and effective corrective and remedial measures in

accordance with Section 6.1.2.

6.3. MEBEHE Z W HETF AR R ALE BT » AN EHRHMR A A BAA EPHER - PR
HUA AT E 1L R R QU IE S AR it -

If the accused individual in a sexual harassment complaint is not an employee of the
company, the company will still handle the complaint in accordance with the relevant
provisions of this policy and take immediate and effective corrective and remedial

measures as defined in this section.

6.4. HEANMEEALFRAGEMESREE IR - RERHOLRIA R 4 IE S AR E i -
MRS TAEES =T TRSE —THRE - (W07 FERBAFEEHET -

If the victim believes that the company did not take immediate and effective corrective
and remedial measures upon becoming aware of the sexual harassment incident, they
may file a complaint with the local competent authority in accordance with Article 34,

Paragraph 1 of the Gender Equality in Employment Act.

7.EH5f Complaints

7.1, HEVEE | MEREE YT HAEIREZHE - HETVE B
Complaint channels: Complaints regarding sexual harassment incidents should be filed

with People & Organization Department. The available complaint channels are:

7.1.1. HIERE4REEES ¢ (02)2322-7999 ; HAR{HE : (02)2322-7691 -
Complaint hotline: (02)2322-7999; Fax line: (02)2322-7691.

7.1.2. HEREFEF © wecare.tw@novartis.com ( X 555500 " MERIEEHET ) -

Complaint e-mail: wecare.tw@novartis.com (Please indicate "Sexual Harassment

Complaint" in the e-mail subject).

7.1.3. FEEERBREHEFTIHAE ¢ 4uh4R L HET go/speakup Ik Toll-Free Service 00801-


mailto:wecare.tw@novartis.com
mailto:wecare.tw@novartis.com

49-1768 E(EE T-{Z%H speak.up@novartis.com o

Novartis Global Speakup Office: Online complaint submission through go/speakup,

Toll-Free Service 00801-49-1768, or e-mail speak.up@novartis.com.

7.2, PEERESE L AR

Contents of the sexual harassment complaint:

7.2.0. MEERIE L BT SHA NS A LIS - B EFEE R T o 202
Ha SE T EHR L T o ZE A BIEMERECs: - 1w B AR A B sz B H e AR
B MR HA R ESE - RS AEREEE

A sexual harassment complaint may be submitted by the individual themselves or their
representative in verbal, email, or written form. If the complaint is made verbally or via
email, the receiving personnel should make a record of it. The content of the complaint
should be read out or provided to the complainant for verification, and after confirming

its accuracy, the complainant should sign or affix their signature to it.

7.2.2. FEEEEREE T :

The written complaint should include the following information:

(—) HFFALES ~ P B AL R ~ (EfERT - BReE RS ~ HETHE -
Complainant's name, department and position, address, contact number, and date of
the complaint.

() HFZEE - NELUAHRIREE -

Facts, content, and relevant evidence of the complaint.

(=) WRAEART  ERITSES - WEHES - EfERT - BisgE -

If the complaint is made by a representative, a power of attorney should be attached,

stating the representative's name, address, and contact number.

7.3. RAFENBHERRY - LB E 2 NS KT BRI T EEER -
When the company receives a complaint, it will notify the local competent authority in

accordance with the regulations of the Ministry of Labor.

7.4. HREFRARALEE VR 2 TR - BN BRI A LR 0 IEE R
[EECERET - BEFRERElE - AMeRtE— B EE T o BB AREFRTIE - B2
Fanss A= W B E e e - (S HER T -

If the complainant wishes to withdraw their sexual harassment complaint before the

company issues a decision letter, they may do so in writing. Once a complaintis


mailto:speak.up@novartis.com
mailto:speak.up@novartis.com

withdrawn, the same matter cannot be raised again as a complaint. However, if new

facts or evidence arise after the withdrawal, the complainant may file a new complaint.

7.5. LB NBWMEZALNE B THERER - AN R ZE T ERHNREARZ
FRBLERRE - RS RBENOE N B Z B RRAEEA -

In the case of harassment by a company employee against a contingent worker, the
company will handle the complaint jointly with the contingent worker’s employer and

notify the employer and the involved parties of the outcome.

7.6. MEREZHFFANR/ALNEREEEAR  AAFEBTHRABRRAFETETH
FRAMRAIREIR M I > IMSIRMER P TIREE =T R —%—HE
JE R m R EE RIS H T -

If the individual accused of sexual harassment is the highest-ranking executive of the
company, both employees of the company and non-employees can file a complaint
under this policy or directly with the local competent authority in accordance with

Article 32-1, Paragraph 1, Item 1 of the Gender Equality in Employment Act.

8. BN EHER Investigation and Handling Procedure

8.1. Rfre&eE ) EE NI LU H M ARG EL - WHECRHFI SR AN - &
R E MR B IR R B EAh o WAHR SRR R A MR E - IR TR
BEEHGST - MEE T AR R 2 AT R B A A R A

In order to protect the privacy and personality rights of both parties involved and ensure
the fairness of handling the complaint, the company will establish a Sexual Harassment
Complaint Handling Committee and form a Sexual Harassment Complaint Investigation
Team to conduct confidential investigations and protect the complainant from any

retaliation or adverse treatment.

8.2. MEREHIREIZE S GNAEEEATERE & « $88CH  TABENR S AR A R
HHEME TR E AR TIEME - &5t 5 A HPERRETE#RZFEREA L HXL
(i S RN NN

The members of the Sexual Harassment Complaint Handling Committee include the
Head of People & Organization, Country President, Head of Legal, and employees
designated by the Country President in response to complaint cases. In total, there

should be 5 members, including professionals with gender awareness, and at least 3



female members.

8.3. MEBRIE TR A/ N 2 B B R BB MR R A M AL -
The members of the Sexual Harassment Complaint Investigation Team should include

external professionals with gender awareness.

8.4. HIFfmIEEfF

Procedures for handling complaints

8.4.1. ANJJEIREPEEVESRIE I EMN - JERIHERS TN B2 8 - L FEIRFEIRDE
B - AJTBERIREAEEREFHEER - NEETIFH NS G2 - K2
B AR > ADEIRERIEN BE R A o e SR Hea i E e
HA

When the Head of People & Organization receives a sexual harassment complaint, it
should promptly verify the completeness of the complaint and inform the Head of Legal
simultaneously. The Head of People & Organization should seek the opinion of the Head
of Legal and confirm whether to accept the complaint within three working days. If a
complaint is not accepted, the Head of People & Organization should provide reasons
and notify the complainant, and report it to the Sexual Harassment Complaint Handling

Committee for record.

8.4.2. HEFEMA MIBP L —%&  ANEFSERSA TZH

The Head of People & Organization may not accept a complaint in the following
situations:

(—) MESRIEHITEAE R - BN A ERE BRI R A DA ER R T 0 R
[F]—ZE AR HET

When a sexual harassment complaint has been closed or withdrawn in writing before
the company issues a decision letter, the same matter cannot be raised again as a
complaint.

(Z) HRIEBEAEAME R IR SR SR T

When a complaint is made regarding an event that does not fall within the scope of this

policy's definition of sexual harassment.

8.5. MEEREHFTEM A - BTSRRI E NI/ - S ARG RIS EERE HET
B2 D HERSOARACE: - FEWE MR DU R E R o HETEE A R
i EERAERRE TR Z B - R TR L B GESHRHEGR > W



Wz E s RE T HNRNE R 2 A8 - TSR M m T 3 -

The investigation of sexual harassment complaints will be conducted by the Sexual
Harassment Complaint Investigation Team. The investigation results should include the
causes of the complaint, records of the investigation interviews, factual findings and
reasons, and recommendations for handling the case. The investigation results should
be submitted to the Sexual Harassment Complaint Handling Committee. The Sexual
Harassment Complaint Handling Committee should consider the investigation results
and make a decision with reasons within seven days of receiving the investigation
results. The committee may also make disciplinary or other handling

recommendations.

8.6. FEMAIEIEIRESE T EFE NBZ BT ER (BB A A& A - BH
B R LIRSS 5 2B REEE 2 NSRRI - BT IR
%o HAHEES ~ 898  ERERE LIRS RS 550 -

The investigation process should protect the personal privacy and other personality
rights of the parties involved and individuals invited to assist with the investigation.
Personal information such as names or other identifying information should be kept
confidential unless necessary for the investigation or based on considerations of public
safety. It is prohibited to forge, alter, destroy, or conceal evidence related to workplace

sexual harassment incidents.

2

8.7. PEBRIE T &/ NH DU SR IR HH T B 2 B & s B Bk VBRI R R = A DA
N Z

The Sexual Harassment Complaint Investigation Team and Sexual Harassment
Complaint Handling Committee should conduct investigations or deliberations on

sexual harassment complaints in a non-public manner.

8.8. MEERE TR A/ NMEDIR MERIEH TR A g A ERFERNESA - Bk
ANERGEH - 6 T EEATOBRIE R ERIRE  FRASHEESE AN - kR
TEEM - NS E EHRE SR SR i -

When the Sexual Harassment Complaint Investigation Team and Sexual Harassment
Complaint Handling Committee hold meetings, the parties involved and relevant
individuals may be notified to attend and provide explanations. The complainant should
be given ample opportunity to state their opinions and defend themselves. Redundant

guestioning should be avoided unless necessary. If necessary, individuals with relevant



expertise or experience may be invited to assist.

8.9. MERIEHITRIZ B g R BEREDE R KL o WAKTEHET AL ERETA -
AL F A AH A BLAL AR A E A -

Decisions or recommendations of the Sexual Harassment Complaint Handling
Committee should be in writing and communicated to the complainant and the
accused. They should then be handed over to relevant internal function of the company

for further action in accordance with the regulations.

8.10. HFFAMBSHFEZ A RS - BIRMEPFETLEERE =T 2R
JE o [T EETREATR AL E HET o

If the complainant disagrees with the decision in a complaint case, they may, in
accordance with Article 32-1 of the Gender Equality in Employment Law, file a re-

complaint with the local competent authority.

8.11. AAHEEERUEMEBE R 2 HHE [EH N T - BER—EH -
EAIEEA -

The company should conclude the investigation and make a decision on a sexual
harassment complaint within two months from the day after receiving the complaint. If
necessary, this period may be extended by one month, and the parties involved should

be notified.

8.12. MEEEIR TR Z B g O A SAE r 2 MEBRIE S > HERAERR - 5
DRERE G A R > BRI 25 8.1 EifE Z PR -

In the case of a sexual harassment complaint that has entered into judicial
proceedings, with the consent of the complainant, the Sexual Harassment Complaint
Handling Committee may decide to temporarily suspend the investigation and
decision-making process, and such suspension is not subject to the time limit specified

in section 8.11.

9. MEERHE B B R Disciplinary Measures or Other Actions for Sexual

Harassment

9.1. MEERET REHEBES - ARNFEIGHBAESE - BPEERET B AMRIIEEAIZE
B E Rl & Z SRS a - M5 BE A e 2 N s T3\ - BRI T EE TR -

If a sexual harassment behavior is found to be substantiated through investigation, the



company may impose appropriate disciplinary measures or actions against the
individual involved in accordance with relevant regulations, such as the company's
employment policies. The company will also notify the local supervisory authority in

accordance with the content and procedures stipulated by the Ministry of Labor.

9.2. ARLNFEURMERIFEFIARES RS — R TR T o N S RE
HEE R R - WAL EIERE NEFR - HRMEERTT R A - BRERE -

When the company is jointly liable with the individual responsible for the sexual
harassmentincident for compensating the victim's damages under Article 27,
Paragraphs 1 & 2 of the Gender Equality in Employment Act, the company retains the
right to seek recourse against the individual after compensating the victim for their

damages.

9.3. AAFEHMEERBIT HIERRAUEHE « B EE  DIETRIBAER BRI i A ek
17 > W E SR E T B A

The company shall implement tracking, assessment, and oversight measures regarding
sexual harassment incidents to ensure the effective implementation of disciplinary
measures or actions and to prevent the recurrence of similar incidents or acts of

retaliation.

10. 53 KRB &S Avoidance and Confidentiality Obligations

10.1. S BMESEBHITIEE 2R - 8 - SRS AR WA HEFE AN ES
ANZECHE ~ Ailicts ~ TRER M ~ =8FEN 2R EEANARER B
JiE BT ARl

Individuals involved in the handling, investigation, evaluation, or resolution of sexual
harassment complaints shall voluntarily recuse themselves if they are parties to the
complaint, or if they are the spouse, former spouse, consanguinity within the fourth
degree, in-law within the third degree, or have a parent or child relationship with the

parties involved.

10.2. ZEMERBHFEF 2B - A - sFRsC#E AR - HES 10.1 iFTEREE
w2 F A GTEE > A HA BT e R ITHS A R ZE - EFEAG
HHEAEFAREE - AR Ta R 8 g Ea L -

If individuals involved in the handling, investigation, evaluation, or resolution of sexual



harassment complaints fall under the circumstances of recusal specified in section
10.1 but do not recuse themselves, or if there are other specific facts that indicate
potential bias in the performance of their duties, the parties involved may submit a
written request to the Sexual Harassment Complaint Handling Committee, stating the

reasons and facts, to request their recusal.

10.3. ZBMERBHIEF M - 3HE - SRRSO A S - WA HIFEAN
BIET IR BENE > MEREHITIREZ B GEK I EHSH . RN EAREEET
DI Z pm oy

Individuals involved in the handling, investigation, evaluation, or resolution of sexual
harassment complaints shall maintain confidentiality regarding the details of the
complaints they become aware of. Violation of this obligation will result in the
termination of their involvement by the Sexual Harassment Complaint Handling
Committee, and the company may take necessary disciplinary action based on the

severity of the breach.

1. 525778 2 2 1 Prohibition of Retaliation

NFEINS R FENFRE TR BB A ESRIR T 1T DA E ~ SRIE R HAl
AMZREE - MEEHBE - FEGIEE T NE BRIy -

Supervisors at all levels within the company are prohibited from taking adverse actions,
such as termination, reassignment, or any other detrimental treatment, against an
employee for reporting or assisting others in reporting sexual harassment. If it is
determined that such retaliation has occurred, appropriate disciplinary action will be
taken based on the severity of the situation. The company is committed to actively
preventing and addressing retaliation to encourage a safe reporting environment for all

employees.
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12.4. SEHIEEM - HET AR EEINE
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