— WORKPLACE POLICY
Respect. Fairness. Accountability.

Industries Limited

WORKPLACE HARASSMENT AND
DISCRIMINATION POLICY

RPPL Industries Ltd. is committed to providing a work environment where all individuals are
treated with respect and dignity. In accordance with the Ontario Human Rights Code and the
Ontario Occupational Health and Safety Act, harassment and discrimination will not be
tolerated in the workplace.

RPPL Industries Ltd. considers harassment and discrimination complaints to be serious. Every
employee has animportant role in building and maintaining a healthy workplace environment that
is respectful of everyone, regardless of individual differences.

Harassment is generally defined as engaging in a course of vexatious comment or conduct that is
known, or ought reasonably to be known, to be unwelcome.

Discrimination means treating an individual differently by denying a benefit or opportunity, or by
imposing an additional or unfair burden, because of a personal characteristic protected by law.

Harassment may occur through repeated behaviour intended to embarrass, offend, intimidate, or
humiliate another person. It may include name-calling; inappropriate jokes or remarks; ridicule;
stereotyping; displaying or circulating offensive pictures or materials; workplace bullying;
threatening or intimidating calls, emails, or messages; unwelcome sexual touching, advances,
suggestions, or requests; or other offensive conduct.

Workplace harassment and discrimination may be based on personalcharacteristics protected by
law, including race, ancestry, place of origin, colour, ethnic origin, citizenship, creed, sex, sexual
orientation, gender identity, gender expression, age, record of offences, marital status, family
status, disability, or any other ground protected by applicable legislation.

How to Lodge a Complaint

If you believe that you are being harassed or discriminated against, you are encouraged, where
appropriate, to tell the person that the conduct is unwelcome and ask for it to stop. The person
may not realize that the behaviour is offensive. If the behaviour continues, or if you are
uncomfortable addressing the persondirectly, report the matter promptly to your supervisor or the
General Manager.

The individualreceiving the complaint will review the concern and, where appropriate, may
attempt to resolve the matter through respectful discussion or mediation. Some concerns arise
from misunderstandings and may be resolved through open and honest communication. An
employee will not be required to participate in informal resolution when it is inappropriate in the
circumstances.
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Complaint Investigation

Where a complaint cannot be resolved informally, or where informal resolution is not appropriate,
RPPL Industries Ltd. will arrange a prompt and impartialinvestigation. The complainant, the
person responding to the complaint, and relevant withesses may be asked to provide written
statements and participate in interviews. Supporting records, including emails, messages,
photographs, or other documents, may also be reviewed. Where required to ensure impartiality or
address a conflict of interest, RPPL may appoint an external third-party investigator.

If a complaintis substantiated, RPPL Industries Ltd. willtake appropriate corrective action and will
advise the complainant and the respondent of the investigation outcome, as appropriate and
subject to privacy obligations. Anyone found to have engaged in harassment, discrimination, or
retaliation may be subject to disciplinary action, up to and including termination of employment,
depending on the seriousness of the conduct.

Complaint Confidentiality

RPPL Industries Ltd. will make every reasonable effort to maintain the confidentiality of
harassment and discrimination complaints andinvestigations. Information will be shared only with
individuals who need it to investigate, resolve, or respond to the matter, or where disclosure is
required by law.

The complainant, respondent, and witnesses are expected to respect the confidentiality of the
process. Complete confidentiality cannot be guaranteed where disclosure is necessary to conduct
a fair and thorough investigation.

What Isn't Harassment or Discrimination?

Reasonable action or conduct by RPPL Industries Ltd., a manager, or a supervisor as part of
normalworkplace responsibilities does not constitute harassment or discrimination, even where
an employee finds the result unpleasant or disagrees with the decision.

Examples include changes to work assignments or duties, job postings, scheduling, overtime
opportunities, performance assessments and evaluations, workplace inspections, denial of
requests for time off, implementation of new policies or job requirements, and progressive
disciplinary action. Differences of opinion or minor disagreements between coworkers also do not
normally constitute workplace harassment or discrimination.

Good-Faith Reporting and Retaliation

RPPL Industries Ltd. encourages employees to raise concerns in good faith. An employee will not
be disciplined merely because acomplaint made honestlyis not substantiated. Retaliation against
anyone who makes a complaint, participates in an investigation, or provides information in good
faith is prohibited and may result in disciplinary action.

Knowingly submitting a false, malicious, or bad-faith complaint is a serious matter. If a thorough
investigation determines that allegations were intentionally made for an improper purpose or with
knowledge that they were false, disciplinary action may be taken.
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