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1. P ¢ Purpose

BPe S IR HREFE > A DF f 1~ Contingent Worker (T LG4 R ) 2
R B2 L TR PRIBTRE > F R TR R L Z N 2 ¥
PR T RSB RPN 2 AR MR AR

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. § ¥ Scope

i&?ﬁl\@ﬁAﬁiﬁ%ﬁ%ﬁﬁ%ﬂﬁﬁ%%%ﬁiiﬁ@%iﬁo
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. #7% Role & Responsibility

31, ROMBEY FI BB PELRT AN RW L5 A D P 3o
Filing a complaint of sexual harassment: The victim of a sexual harassment
incident or his/her representative may file a complaint with the company.

32, wEMZPETL EZRAGHRIANERAEA S ALTHRINY Fa iAo P wid
BEFELF5 e
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.

33. MBPTALEEAE 1 44 FRN (ERTAE) o
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).

34, MBIFT EIRE AR LBEY LR ¢ HBEY R Ak GER
8.1-83%) o
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).
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4. =z_% Definition

41.

PR RE i A 2P B3 iRt f R KRB E N RIS R g 4
MET R YD ErR TR

The term "sexual harassment" as mentioned in this procedure 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:

41.1.

4.1.2.

4.1.3.

4.14.

EA MR RSB AR ERBARZ AL AT
JV%M AOE R ﬂm%\%rz,l“ﬂ‘ SRR e 1 FRE REAT #VE
HARBFE AP ad APEE le\IR,
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.

g¢§¢?ﬁ%“ﬂﬁ SR ARE RSP T AR R R R
?ﬁ%xéww ﬁ»??*ﬁﬁ’&é¥ﬁﬁﬂ¢*‘ﬁ§‘%iﬁb
SRRl R A R ED - B R

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.

AT F R o RBRAH ARG X p L dpd s B2 A o I RS
£ LHBE -

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.

=m0 FEAEE G T A SRR AT SR

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:

A4, i E 2 5L~ FRH Fede ~ v AL B B K SRE S A5 TR 6 A
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%éébﬁﬁiﬁ’ﬁko

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.

4142 FE-FE BT HEMLL LB MA RS ERBARL 2 F
B %5 Bty g-
Sending, placing, displaying, or broadcasting texts, pictures,
sound, images, or other materials containing sexual requests,
sexual connotations, or gender discrimination.

4143, F v FHaEF 2SS K75 o
Repeated or persistent following or pursuit behavior against
someone's will.

4.2, T AFARE Y APEE
The following situations also fall under the scope of this procedure:

421, B1 ~HKhAE 21 FEFF @2 A2k - £ > ;,ﬁ;ﬁgﬁﬁ%% o
If an employee or contingent worker is subjected to persistent sexual
harassment by the same individual from the company during
non-working hours.

422, B1 -~ ARl EER @2 07 EXRITESNERALK
- A FEFEFHEERE -
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.

423, A1 ~¥ A ANEIEERF > @XEFEFT AL E S LRE -
If an employee or contingent worker is subjected to sexual harassment
by the highest-ranking executive or supervisor during non-working
hours.

5. BistEHIE2 K5 ¥R Training on the Prevention of Sexual Harassment

51. 22FRTAHAR > WP ol RE2Z KT IR
The company will provide the training on the prevention of sexual harassment to
the following individuals:

511, B3 ~ A B REL L THFTHBEH o KT IR

All employees and contingent workers should receive the training on
preventing and addressing workplace sexual harassment.
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512, HEFALERBUE FHEPBFHY AT R AL - ABE AR 0 F
ERTHELPMERT IR
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.

52. wit %5182 %75 ¥ fL}i’p:{;‘FjﬁL‘L&ﬁ R BV B A L
4’_353.& (%)~ ’;ﬂ’&l})&;xlrgﬁl\,j}i,%i%%&o
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.

(=)

M‘g

5.3. LA D Peri e HI322 1 fTgera 'F%‘ AP i FHRBEESBER G
A - R ELEPEES  TIRFEI A ISR 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. &y re2 Mt 2 A% Immediate and Effective Corrective and Remedial
Measures

6.1. A2 wE MR 2GR MIPT S 2 TG ok IR
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. Tk 7a wE LR P2 FApF ¢
Upon receiving a complaint and becoming aware of a sexual
harassment incident:

6.1.1.1. T &Y AL LB > HPE§ 2 IRHs > WAL A X BR PN
/_E)iig\i L I é‘}‘ﬂ'”ﬁ?’(’\;ﬁ:?i ﬁvl»l——x?%'f By o
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.
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6.1.1.2.

6.1.1.3.

6.1.1.4.

6.1.1.5.

6.1.1.6.

$EGE RS AGEG  FR SRR AT RA S
s & 2 PRAE o

Providing or referring the complainant to consultation services,
medical or psychological counseling, social welfare resources,
and other necessary services.

Feds AyEE R8N A ARJERA o HUBET 2 4k L R
Lf”v%xﬂx ngpaﬁﬁ_ﬁ?

Initiating the investigation and handling procedures outlined in
Section 8 of this procedure, which may involve conducting
interviews or appropriate investigative procedures with
individuals involved in the harassment incident.

ﬁ@ﬁ&aﬁ@»@,nﬁ$€4,%@ﬁﬁamﬁﬁiﬁﬁﬁ
ﬁﬁ&%ﬁ7@£%’£%%@ﬁ R ERLY PR A 2 BRGE  ER
BARETLIMBEY > BLRDBYRFZET B AY -

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.

HRBEFLEAELET  BRFEELHGEL
B o fFEEAF 0 AP FREuT R0
SHRART O AEHF LB FEEY

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.

W o~
v
.

w5
(w
|

wEET T ELAHLZFTE 0 HY L s g2 AR
I_H‘,: o

If it is found that the complainant deliberately fabricated
malicious facts, appropriate disciplinary measures or actions
will be taken against the complainant as well.

If the company becomes aware of a sexual harassment incident not
through a complaint:

6.1.2.1.

HARM R MR R eR L B2 A
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6.2.

6.3.

6.4.

Interviewing relevant individuals to clarify and verify the
relevant facts of the incident.

6122 27T A FAik2 F2 L ARMRE > T RE LR H &
Az ¥ 2 o
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. ¥ L B RDFEL TN F &1 (5597
Making appropriate adjustments to the work content or work
environment for the individuals involved.

6.1.2.4. AT A LB R ELENFNE PR S ILER AIL A6 AR
FIFRE BB L& 2 PRI o
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.

FEREMT APt a wELBET R ART A BRACY TR AT
:*5#%—12: 561258 7 P2 Wy orz M iﬁfﬁLTI«‘P‘*& °
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.

PBIE2 Y FAIL L ADTREI AL P R AEZIPM AR T TR
Rk SRy B S N SR & I

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 procedure and take immediate and effective corrective
and remedial measures as defined in this section.

ML AR A 2 PR R AP S R E -
FEMHUTEIFEE2E e ES - BRT w2 L?bﬁf%#ﬁi“‘ e

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.
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7. ¢ 3 Complaints

7.1.

7.2.

PREE M BEE 2 o d A4 FTRINKIL ¥ RE i ¢

Complaint channels: Complaints regarding sexual harassment incidents should
be filed with People & Organization Department. The available complaint
channels are:

7.1.1.

7.1.2.

7.1.3.

¢ r AT 25 0 (02)2322-7999 ; & s E ¢ (02)2322-7691 o
Complaint hotline: (02)2322-7999; Fax line: (02)2322-7691.

YRR 44 wecare.tw@novartis.com (G g LR TEFEY 37 ) -
Complaint e-mail: wecare.tw@novartis.com (Please indicate "Sexual
Harassment Complaint" in the e-mail subject).

HEITRY LR D A Y % go/speakup 2 Toll-Free Service
(02)00801-49-1768 -

Novartis Global Speakup Office: Online complaint submission through
go/speakup or Toll-Free Service (02)00801-49-1768.

’]“i@#ﬁi EXa HN 2:
Contents of the sexual harassment complaint:

7.21.

7.2.2.

MHE2 o Fd AARNEREA T T I EELAD
Yol Z R T BN R A e W XEARBITX b T
R A RE RGRE P B AL YRR E AR

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.

WIEE G EPP TR
The written complaint should include the following information:

() PP s P RE R B R BRETE Y R
Complainant's name, department and position, address, contact
number, and date of the complaint.

(=) " #F2FF P FUEAPMER
Facts, content, and relevant evidence of the complaint.

(2) 4o REAY R et B3 D PP HE L AR BRERE
If the complaint is made by a representative, a power of attorney

should be attached, stating the representative's name, address,
and contact number.
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7.3.

7.4.

7.5.

7.6.

A FAREY R MR BICLTL N F R S WAk S 1 F s o
When the company receives a complaint, it will notify the local competent
authority in accordance with the regulations of the Ministry of Labor.

A AP/ NMERE2 Y A @A A RE T EET > N E 5w
R 3h YRRy f o A el - B R SV SR Y R AR Y SRR B - F
B 4 AR R A ERATHEG DEL RN o

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
complaint is 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.

pul

HRARIE X AP R IMBZPF A7 B2 Fi B ZEr G2 T
YHF2pRh 5w hrA B2t E£E 2 ¢FE 4o

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.

ﬁ%%iﬁﬂﬁ&;%*“&$§%&%>%Qﬂﬁlﬁngiéﬁﬁlbﬁﬁw
VikAPEZENY F S AERERTEIEES LD - F- R - AR
T oilw A E M RARY 3T o

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 procedure or directly with the local competent authority in
accordance with Article 32-1, Paragraph 1, ltem 1 of the Gender Equality in
Employment Act.

8. B4z A&2EA Investigation and Handling Procedure

8.1.

8.2.

?1/.‘:.1‘:%% $1A7L¥Af¢u£ ‘Ib/(ﬂ]vé,/z-;,vrli\?"&i],}im7é r’}’;}éj
ﬁ#if_ MHRBEY FdBE R ¢ T el BREY AL ERE 0 NERD N
WY hs T RY FALMNPRTPFRSE L A2 FE o

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.

w@%@% LR G20 S TR AT T R e
ll}%#ﬂL\l—— ﬁl#]ﬂf"“;’[‘54 ’;F'_EI}I’% T%LMJ%?—\.7%‘#—_&{_,_§—Q

l“n‘i B A E 53034 o
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8.3.

8.4.

8.5.

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.

BREYFAE e A AT R ERLBLMEE LD o
The members of the Sexual Harassment Complaint Investlgatlon Team should
include external professionals with gender awareness.

¢ IR AL A
Procedures for handling complaints

84.1. * 4 Fiki K#&Z%!?‘_@#Eﬂ' TR PR BT AP FRER T RFER
FeiE FRIRE o A4 ?\,);,7%&7\ RAHGEAINEZ L 3= BF1iFp frEin
{@%Iﬂ—’_f’ PRz Y E s A FRE BFL IR A R A T
RIFLBRY FRIZLR §H 4 -

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.

84.2. ”?EI‘LJ—TY'”J‘YX7“'%’&4?\/}5‘(;&‘&1 *A I
The Head of People & Organization may not accept a complaint in the
foIIowing situations:
) BBRBEY FEEREL AN AP ARUE T EE R 5 v 2
;*’rﬂ‘ﬁ TMF Fd LY gro
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.

(=) $e B A7Ez LREFFF 20 EO- i
When a complaint is made regarding an event that does not fall
within the scope of this procedure’s definition of sexual
harassment.

PHIEY FETE2AE 0 BBPY AR Bi2 o BBRRES #LP*%#’E'“'”’FE
22 %d A FPUEAALESE T FINTEIED U EIIER Y AL B RE
WEREBEREREY AL § AR AL AR B
WA ARFS S PR AR 2 AR S F AN B AR E R
The investigation of sexual harassment complaints will be conducted by the

Page 10 of 14 version: P&0018-06



U/, NOVARTIS

3 EHATRB R IS W ~ ¥ PRE SRR

Prevention, Complaint and Disciplinary Procedure for Sexual Harassment

8.6.

8.7.

8.8.

8.9.

8.10.

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.

ltt

F o
‘b

H bt

DLERBFEE @i‘-‘f’x1§§r]‘%91”%?"’l‘7 BAEFZ H AR,
3 %

LEH s BUFERE L 2 ;m‘f"‘f" Bhz nwt R SR
%o P AEEE R ARNEFL TETERET LB
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.

®
34

1
(=
7

BBREY AL O EUREY FILLE A AN TREREY FE R
A F,%—_a = ;\ :‘; Z_ o

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.

MHIEY AL e 2 BRIEY L LR € LR ERPFEE g A B R
DIFEP o ES FEA LIRS L @ﬁ?ﬁﬁg ’ “f" AR E AR R
LEAARN JRERFITESFLAMERS ]‘%E" o

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 questioning should be avoided unless necessary.
If necessary, individuals with relevant expertise or experience may be invited to
assist.

BBy AL E R AR SR T 0 A2 T Y SRR AR R A
BRLoP PP E PR T IEE o

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.

ALY R ARG BRY @B T R R
PO EM kAR Y R

[V ~
ZFEZ - REF oW

\\\
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8.11.

8.12.

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.

AP RELREYFLUPA-BIPEE R T - B T
—'Fr'g X AL oo

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.

MREY FAILE R §H B PR2RAZHEREY 750 FARLE Fi3R
WEAEZ AFZ BH T3 X581 22 4] o

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. MHZPEH &L H w2 Disciplinary Measures or Other Actions for Sexual
Harassment

9.1.

9.2.

9.3.

ﬁ@%ﬁ%iﬁﬁ%?ﬁ’iﬁﬁﬁﬁﬁﬁﬂﬁ’%ﬁﬁﬁﬁé‘%1ﬁ%wiﬁ
MR LA TR BN TLPFE AN Wy > g
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.

AP RPN T ELFES L EY - Yo HEPREF LA RF AT
PR FER S WA PRERT AT  HWEREFEA G REE
When the company is jointly liable with the individual responsible for the sexual
harassment incident 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.

PRI R L HO TP DR R R R RIS R 7
TELFEEAFRFEEFL -

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

10. ¥ ¥ % %% &7+ Avoidance and Confidentiality Obligations

10.1.

10.2.

10.3.

it A A A L AL R R Rk S
foig ~ Ffeil s MEN 2 L B MENZFRAEEE G RE RN
BT S o

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.

FEMFEY FREL AT B A 'ﬁé)éﬁ‘ﬁ’$7$1aﬁﬁ%i@wﬁf
FL"I/m F P [T 4)3 Hiu B ggﬁgza iw——fﬁ nyﬂ.zzdy i 4F 2. B g EAE u«gL
;\pg BRF2EF > w1 FEY FRIZL R ge' 4 H o g oo
If individuals involved in the handling, mvestlgatlon 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.

FOPBIEY E LA AL ERSRA R R Y SRR S R
TR EFF OB LA R RN LR S AP R ERL S
B2 o

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.

11. % §1 £ #1882 # ¢+ Prohibition of Retaliation

S NESC ] ?z EERR IR/ A BREY Fo oA S R g%\, L H W

ﬂ

BT o 4ol AP HE 0 AR s R 2 R

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
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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.

12. %% + ¢ Reference

121, w51 i
Gender Equality in Employment Act

122, 3 (E5-9 112 B4R 1 in 45 5 B R
Amendments to the Regulations for Establishing Measures on Prevention of
Sexual Harassment in the Workplace

123. LR EF 5
Sexual Harassment Prevention Act

124, @z EER ¥ 372 0 ¢ 2ok
Managing Non-Compliance, Complaints and Grievance
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