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EQUAL EMPLOYMENT OPPORTUNITY STATEMENT &
POLICY ON PREVENTION OF HARASSMENT, DISCRIMINATION AND RETALIATION

PANASONIC AVIONICS CORPORATION (“PAC”) is an equal opportunity employer, and is committed to
maintaining a work environment free of unlawful discrimination, harassment, and retaliation. Each worker’s personal
support of this Equal Employment Opportunity (“EEO”) Statement and the attached Policy on Prevention of Harassment,
Discrimination and Retaliation (“Policy”) is vital in order to maintain a positive and respectful workplace.

This EEO Statement, the Policy, and the law apply to conduct — both onsite at the workplace and offsite at work-
related events -- of employees (including managers and supervisors) and other parties with whom PAC employees may
come into contact such as vendors, suppliers, customers, and non-employee workers (e.g., temporary employees, non-
employee interns, volunteers, consultants, contractors, and independent contractors).

PAC is proud to be an equal opportunity employer. In accordance with the spirit and the letter of applicable anti-
discrimination laws and regulations, PAC has implemented this EEO Statement and the attached Policy to achieve these
principles and mandates. PAC affords equal employment opportunities to all employees, applicants, and other individuals
covered by this Statement, the Policy, and the law without regard to any of the following protected characteristics (“Protected
Characteristics™):

e Race or color;

Religion (including religious dress and grooming practices) or religious creed,;

Gender, gender identity, or gender expression;

Marital status, familial status, civil union status, or domestic partnership;

Sex, sexual orientation, or sex-based stereotyping;

National origin, ancestry, citizenship, or possession of a driver’s license issued to undocumented immigrants (unless

required/permitted by applicable law);

Age;

e Actual or perceived physical or mental disability, medical condition, genetic information and family medical history
(including refusal to participate in genetic testing or provide genetic information), atypical hereditary cellular or blood
trait and AIDS and HIV status;

e Pregnancy, childbirth, breastfeeding, or related medical conditions;

e  Military or veteran status; and

e Any other legally protected status.

PAC continually takes affirmative action to ensure that qualified applicants are employed and employees and other
individuals are selected and treated with dignity and respect in a work environment free from discrimination, harassment and
retaliation based on the Protected Characteristics. Such action is applied in all work-related contexts, including, without
limitation:

e  Recruitment or recruitment advertising;
Employment;
Promotion, demotion, or transfer;
Working conditions;
Rates of pay or other forms of compensation, employee benefits, and application of policies;
Selection for training or apprenticeship; and
Layoff or termination.
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Each individual’s personal support of this Policy is important in order to maintain an environment free of
discrimination, harassment, and retaliation. Individuals with any questions regarding any part of this Statement or the
Policy should contact a PAC Human Resources representative or the Panasonic Corporation of North America (“PNA™)
EEO Office at 201-392-4780 or by email at eeo2(@us.panasonic.com.
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POLICY ON PREVENTION OF HARASSMENT, DISCRIMINATION AND RETALIATION

This Policy supplements and expands upon the EEO Statement set forth above. Any employee or other individual
who engages in harassment, discrimination, or retaliation prohibited under this Policy or the law will be subject to
appropriate disciplinary or remedial action, up to and including termination of employment or contract, and may be subject
to personal liability for any such misconduct.

PREVENTION OF DISCRIMINATION & HARASSMENT
PAC prohibits discrimination and harassment based on any Protected Characteristics (defined in the EEO

Statement above). Under this Policy and the law, prohibited harassment is any verbal or physical conduct that threatens,
intimidates, or coerces an employee or other individual covered by this Policy. Actions that may violate this Policy and the

law include, but are not limited to:
e Offensive remarks, comments, jokes, or slurs pertaining to any of the Protected Characteristics listed above;

e Offensive sexual remarks, advances, or requests for sexual favors, regardless of the gender of the individuals

involved;
Offensive physical conduct, including touching, regardless of the gender of the individuals involved;

Offensive pictures, drawings, videos, photographs, or other communications, including e-mail; and
Threatening reprisal for an individual’s refusal to respond to requests for sexual favors or for reporting a violation
of this Policy or the law.

Pay discrimination between employees of the opposite sex performing substantially similar work, as defined by
federal and state law, is prohibited. Pay differentials may be valid in certain situations. Employees will not be retaliated
against for inquiring about or discussing wages. However, PAC is not obligated to disclose the wages of other employzees.

PREVENTION OF SEXUAL HARASSMENT
PAC prohibits all forms of sexual harassment, including same-sex sexual harassment. “Sexual harassment” is

unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct that is gender based or of a
sexual nature and constitutes sexual harassment when:
e Submission to such conduct is explicitly or implicitly made a term or condition of an individual’s employment;
* Submission to or rejection of such conduct by an individual is used as the basis for employment decisions affecting
such individual; or
*  Such conduct has the purpose or effect of unreasonably interfering with an individual’s work performance or
creating an intimidating, hostile, or offensive work environment.

Actions that may constitute sexual harassment under this Policy and the law (even if not motivated by sexual
desire) include, but are not limited to:

e Touching, pinching, patting, grabbing, brushing against, or poking another’s body;

e Demands or subtle pressure for sexual favors or activity;

e The explicit or implicit promise of preferential treatment regarding an individual’s employment status in return for
sexual conduct;

¢ Subjecting, or threats of subjecting, an individual to unwelcome sexual attention or conduct or intentionally
making performance of the individual’s job more difficult because of that individual’s gender; and

e Unsolicited verbal or physical conduct that has the purpose or effect of unreasonably interfering with work or
creating an intimidating, hostile, or offensive environment (e. g, deliberate, repeated, or unsolicited gestures,
pictures or posters of a sexual nature displayed in work areas, sexual jokes, innuendoes, comments, etc.).

REASONABLE ACCOMMODATION
PAC will make reasonable accommodations for applicants and employees in accordance with applicable law. Please

refer to PAC’s policy on the Americans with Disabilities Act (ADA) for information on disability accommodations. An
applicant, employee, or unpaid intern who requires an accommodation of a religious belief or practice (including religious dress
and grooming practices, such as religious clothing or hairstyles) should contact his or her local Human Resources representative
or PNA’s EEO Office to discuss the need for an accommodation. PAC will not retaliate against you for requesting an
accommodation and will not knowingly tolerate or permit retaliation by management or co-workers.
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REPORTING
PAC cannot resolve discrimination or harassment unless it knows of it. Therefore, if you believe you or another

individual covered by this Policy has experienced discrimination or harassment under this Policy or the law, you should
notify, either orally or in writing, your supervisor, manager, or a Human Resources representative (Generalist, Manager,
Director, etc.) as soon as possible. Alternatively or additionally, you can contact:
e any PAC manager or supervisor (i.e., any PAC employee with direct reports);
e the PAC Ethics Reporting Hotline at 1-866-420-8810, or online at https:/panasonicethicshotline.tnwreports.com/;
e the PNA EEO Office, at 201-392-4780, or by email at eco2(@us.panasonic.com;
the US Equal Employment Opportunity Commission (http://www.eeoc.gov);
the applicable state or local human rights agency responsible for investigating and addressing unlawful conduct in
the workplace. In California, this is the Department of Fair Employment and Housing (http://www.dfeh.ca.gov).

Managers and supervisors must report all complaints of discriminatory, harassing or retaliatory conduct to the
local Human Resources Manager so that PAC can take prompt action to address the issue.

INVESTIGATION & COMPLAINT RESOLUTION
All complaints of discrimination, harassment and retaliation will receive an impartial, thorough, fair, and timely

investigation by a qualified individual in accordance with PAC’s internal complaint process. Investigations will be
documented to track reasonable progress, and the investigator will reach reasonable conclusions from the available
evidence in a timely manner. If any employee or other individual covered by this Policy is found to have engaged in
misconduct under this Policy or the law, he or she will be subject to appropriate disciplinary or remedial action, up to and
including termination of employment or contract. Employees may be personally liable for any misconduct, even if PAC
knew of or failed to prevent such misconduct.

Because of the sensitive nature of such allegations, all inquiries, complaints, and investigations are treated
confidentially to the extent consistent with adequate and thorough investigation under the circumstances and in accordance
with applicable law. Although PAC cannot guarantee confidentiality, information is revealed by PAC strictly on a need-to-
know basis. In that regard, PAC has a compelling interest in protecting the integrity of its investigations. PAC strongly
desires to protect witnesses from harassment, intimidation, and retaliation, to keep evidence from being destroyed, and to
ensure that information is not fabricated. PAC may decide, in certain circumstances, to achieve these objectives, employees
must maintain the investigation and their role in it in strict confidence. If PAC reasonably imposes such a requirement and
employees do not maintain confidentiality, employees may be subject to disciplinary action up to and including termination
of employment.

PREVENTION OF RETALIATION
It is a violation of this Policy and the law to retaliate against an employee, applicant, or other individual covered by

this Policy because he or she reported harassment, discrimination or retaliation.

As indicated above, federal and state laws give employees the right to file a charge or complaint of discrimination,
harassment, or retaliation with the US Equal Employment Opportunity Commission (“EEOC”) and/or any state or local
human rights agency responsible for investigating and addressing unlawful conduct in the workplace. Employees are
entitled to cooperate with any investigation of such a charge or complaint, whether by PAC, the EEOC, or another state or
local human rights agency, without fear of retaliation. PAC prohibits retaliation against any employee who files such a
complaint or charge or who cooperates with a PAC, EEOC, or state or local agency investigation.

If you believe you or another individual covered by this Policy has experienced such retaliation, you should report
it via one of the avenues listed in the Reporting section of this Policy.
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FOR ILLINOIS EMPLOYEES:

ADDENDUM TO POLICY ON PREVENTION OF HARASSMENT, DISCRIMINATION AND RETALIATION

RESOLUTION OUTSIDE COMPANY

cases, lose the right to further pursue the claim against the employer.

The purpose of the above Policy is to establish prompt, thorough and effective procedures for responding to every
complaint and incident so that problems can be identified and remedied internally. However, an employee has the right to
contact the Illinois Department of Human Rights (IDHR) or the Equal Employment Opportunity Commission (EEOC)
about filing a formal complaint. An IDHR complaint must be filed within 180 days of the alleged incident(s) unless it is a
continuing offense. A complaint with the EEOC must be filed within 300 days. In addition, an appeal process is available
through the Illinois Human Rights Commission, (IHRC) after IDHR has completed its investigation of the complaint.
Where the employing entity has an effective sexual harassment policy in place and the complaining employee fails to take
advantage of that policy and allow the employer an opportunity to address the problem, such an employee may, in certain

Illinois Department of Human Rights (IDHR)

Website: https:/www.illinois.gov/dhr/
Chicago: 312-814-6200

Chicago TTY: 866-740-3953
Springfield: 217-785-5100
Springfield TTY: 866-740-3953
Marion: 618-993-7463

Marion TTY: 866-740-3953

Illinois Human Rights Commission (IHRC)

Website: http://www.illinois.gov/ihre/
Chicago: 312-814-6269

Chicago TTY: 312-814-4760
Springfield: 217-785-4350
Springfield TTY: 217-557-1500

United States Equal Employment Opportunity Commission (EEOC)

Website: https://www_eeoc.gov/
Chicago: 800-669-4000
Chicago TTY: 800-869-8001
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