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Anti-Discrimination Policy

KlariT is an "equal opportunity employer."

KlariT will not discriminate and will take "affirmative action" measures to ensure against

discrimination in employment, recruitment, advertisements for employment, compensation,

termination, upgrading, promotions, and other conditions of employment against any employee

or job applicant on the bases of race, creed, color, national origin, or sex.

Anti-Harassment Policy

KlariT is committed in all areas to providing a work environment that is free from harassment.

Harassment based upon an individual's sex, race, ethnicity, national origin, age, religion or any

other legally protected characteristics will not be tolerated. The policy is applicable to all

Company’s personnel and to those of contractors, suppliers or clients while at the workspace.

In general, harassment means persistent and unwelcome conduct or actions on any of the bases

underlined above. Sexual harassment is one type of harassment and includes unwelcome sexual

advances, unwelcome physical contact of a sexual nature or unwelcome verbal or physical conduct

of a sexual nature.

Unwelcome verbal or physical conduct of a sexual nature includes, but is not limited to:

e The repeated making of unsolicited, inappropriate gestures or comments;

e The display of offensive sexually graphic materials not necessary for our work;

Harassment on any basis (race, sex, age, disability, etc.) exists whenever:

e Submission to harassing conduct is made, either explicitly or implicitly, a term or condition of
an individual's employment.

e Submission to or rejection of such conduct is used as the basis for an employment decision
affecting an individual.

e The conduct interferes with an employee's work or creates an intimidating, hostile or offensive
work environment.

All employees, including supervisors and other management personnel, are expected and required

to abide by this policy. No person will be adversely affected in employment with the employer as a

result of bringing complaints of unlawful harassment.

If an employee feels that he or she has been harassed on the basis of his or her sex, race, national

origin, ethnic background, or any other legally protected characteristic they should immediately

report the matter to his or her supervisor. If that person is not available, or if the employee feels it

would be unproductive to inform that person, the employee should immediately contact that

supervisor's superior or human resources. Once the matter has been reported it will be promptly

investigated and any necessary corrective action will be taken where appropriate. All complaints

of unlawful harassment will be handled in as discreet and confidential a manner as is possible

under the circumstances. The procedure for reporting incidents of harassing behaviour is not

intended to impair, replace, or limit the right of any employee to seek a remedy under available

jurisdiction law by immediately reporting the matter to the appropriate agency.

Any employee engaging in improper harassing behaviour will be subject to disciplinary action,

including the possible termination of employment.

Andrea Tavella i =

General Director

KlariT LLP
September 2013
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NOMTUKA AHTU-AUCKPUMUHALIMM U '
MO OTHOLUEHUIO K NPUTECHEHMIO

Monntuka AHTU-AUCKpUMUHaLUN

KnapuT asnsetca "npeanpuatnem, NpeaocTaBAsioWMM paBHble BO3MoXHocTH". KnapuT He byaeT
O0NycKaTb AUCKPUMMHAUMM U NpeanpumeT Mepbl NO MNOAUTUKE pPaBHbIX BO3MOXHOCTEN AnA
NNKBUAAUUM OUCKPUMMUHAUUK B chepe 3aHATOCTU, HaliMa, 06bABAEHUM O HaliMe, KOMNEeHcaumu,
npeKkpaweHn OeaTenbHOCTU, MOAEPHM3AUUM, COAEUCTBUM M APYIrMX YCAOBMW Tpyda NpPOTMB
Ntob0oro coTpyaHnKa nam paboTbl 3a8BMUTENSA Ha OCHOBAHMKN pPachkl, BEPOUCNOBEAAHMA, LBETA KOXKMN,
HALMOHAIbHOro NPOUCXOXKAEHNA NN NOAa.

Monutnka no OTHOwWweHUIo K MpuUtecHeHuto

KnapuT cTpemutca Bo Bcex obnactax obecneynTb pabouyto cpeay, cBOOOAHYIO OT NPUTECHEHMA.
MpuTecHeHWe, OCHOBaHHOE MO Teme, ITHMYECKOW NPUHAANENKHOCTM, HaUMOHA/NbHOM
NPOUCXOXAEHNM, BO3paCTe, BEPOMCMNOBEAAHUM NN APYTMX 3aLMLLEHHbIX 3aKOHOM 0COBEeHHOCTEN
Kaxkgoro nHamsnga He aonyctumo. MNoanmtnka npumeHmMma KO Bcemy nepcoHany KomnaHum u K
noApsAYMKam, NocTaBLLMKAM AN 3aKa3uMKOB HAaXoaaLWMXcA B paboyein 30He.

B obuwem, nputecHeHne O3HaYaeT MOCTOAHHOE M HeXenaTtenbHoe NoBeAeHME WAM AEeNCTBUA Ha
06beKTbl YKasaHHbIX Bbiwe. CeKcyaNbHOE NPUTECHEHME OAMH M3 TUMOB MPUTECHEHUS KOTOpPOM
BK/IOYAET B cebA HerKenaTesibHble CeKCyasibHble XeCTbl, HexenatenbHble GU3NYECKME KOHTaKTbI
CEeKCya/IbHOro XapaKTepa WM HexkenaTesibHasa BepbanbHan unm pusmyeckas CBA3b CEKCYa/IbHOro
XapaKrepa.

HexenatenbHble BepbasibHble NN PU3NYECKUE CBA3U CEKCYasIbHOrO XapaKTepa BK/AOYAoT, HO He
OrpaHnYMBatoOTCA:

L nOBTOprIMVI NONbITKAMU HEXKeNNaTe/IbHbIX, HEYMECTHbIX XeCTOB NI KOMMEHTAPUEB,

e [loKa3oM OCKOPOUTENbHbIX CEKCyanbHbIX rPadUUecKMX MaTepuanoB He  [O0/KeH
NPUCYTCTBOBATbL B Hallel paboTe;

Koraa npucyTcTByeT nputecHeHue Ha ntoboi ocHose (paca, mon, BO3pacT, UHBA/NMAHOCTbL W
T.4.)
e MoAYMHEHME OCYLLECTBNEHHbIX AOMOraTenbCTB, HaMPAMYK MWAM KOCBEHHO, CPOK Wau
NONOMKEHNE 3aHATOCTM YeN0BeKa.

e [loguMHeHMe MAM OTKA3 TaKoro nosBefeHuA UCNOoNb3yeTcA KaK OCHOBa A1A onpejesieHusA
3adHATOCTH, BANAOLWEIO Ha Ye/NN0BEKa.

e [oBegeHne MmelwaeT paboTe COTPYAHWKA WMAM CO3OAET YrpoXKalouwylo, BparKaebHyo wuau
OCKopbuTenbHyto pabouyto cpeay.

OT BCeEX COTPYAHWKOB, B TOM 4YMUC/Ie PYKOBOAWUTENEW M APYroro PyKOBOAALLEro MNepcoHana,
oXunpaetca u TpebyeTtca cobnoaaTtb AaHHYO NOAUTUKY. HM oaMH YyenoBek He ByaeT ywemneH Ha
paboTe Ha paboyem mecTe B pe3ynbTaTe NoAauYM Kanob 0 He3aKOHHOM NpPecNeaoBaHNUMN.

Ecnn paboTHMK YyBCTBYET, YTO OH WM OHa BbiNM NOABEPTHYTHI NPecNef0BaHUAM Ha OCHOBaHUM
ero UAn ee Nona, pacbl, HALUMOHA/NLHOIO MPOUCXOMKAEHUA, STHUYECKOW NPUHAANENKHOCTU UM
MHOMN OXPaHAEMOW 3aKOHOM XapaKTEPUCTUKM, OHWU AO/IXKHbl HEeMeA/IeHHO coobwuTb 0 Nnpobaeme
CBOEI UM CBOEMY PYKOBOACTBY. ECIM 3TOT YeNoBeK He AO0CTyNeH, Uau, ecnm paboTHUK cuuTaerT,
4yto 6bIN0 6bl BecnonesHo MHPOPMMPOBATL ITOrO YenoBeKa, PabOTHUK AO0/MKEH HemMeaNeHHO
CBA3aTbCA C PYKOBOACTBOM CBOEro PYyKOBOACTBA WMAM C OTAENOM KagpoB. [ocne Toro, Kak
npobnema 6bina coobuieHa, byaeT HesameaNUTENbHO NPOBOAUTLCA pacciefoBaHMe, U Caydae
HeobxoaAMmocTH, byayT NPUHATBI HEOBXOAUMbIE KOPPEKTUPYOLWME MeponpuaTia. Bce »Kanobbl
HEe3aKOHHOro npecnenoBaHus, ByaeT paccMaTPMBaTbCA OCTOPOXKHO M Ha KOHOMAEHUMANbHOM
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OCHOBE, KaK 3T0 byAeT BO3MOXKHbIM MpU TakMX obcToATeNnbCTBax. Mpoueaypa No npefocTaBAeHMIo
[OHECEHUs C/Ny4aeB O MNpPecNefoBaHUM He HamnpaeleHa Ha YMEeHbleHWe, 3aMeHy Wau
orpaHuyeHne npaB nwboro paboTHMKA [ANA HAXOXAEeHMA CPeAcTB  [AOCTYNHOrO 3aKoHa
IOPUCOUKLMN NO AOHECEHMIO NO 3TOMY BOMPOCY B COOTBETCTBYIOLMI OpraH.

Nloboi coTpyaHUK, yyacTBya B HeAOCTOMHOM NoBeAeHMe npecnefoBaHuA, byaeT noasBeprHyT
ANCUMNANHAPHOMY B3bICKaHWIO, BKAOYAA BOSMOXHOIO YBOIbHEHUSA C paboThbl.

MopgnucaHo:

AHppea TaBenna
leHepanbHbI JupeKTop
TOO Knaput

CeHTAa6pb 2013
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