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Human Rights Policy
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As a new energy high-tech enterprise in China and abroad, the GoodWe Technologies Co., Ltd., or
GoodWe, promotes and encourages respect of human rights throughout the company. GoodWe also
expects executives and employees in all levels to respect human rights of all stakeholders in order to

ensure that the basic rights of all stakeholder groups are respected equally.

CEl

Scope

AANBREBTEREIZE. FARNEREWVHREES. SEMNRT. ZBERER 7 HIIAUEERA]
MRT. Hae. &EE. 288, B, ERNSTKIANR. BERFRESEAN, ETFERNERE
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This Human Rights Policy applies to all directors, executives, and employees across GoodWe' s
operations, subsidiaries, and joint ventures. The Policy demonstrates how we respects human rights
of our employees, suppliers, contractors, sub-contractors, governments, customers, and local
communities around GoodWe' s operations. GoodWe commits to respect human rights and comply
with the laws and regulations governing the protection of human rights at the national and

international levels.

EX

Definition

RTIERESNEERETAATMENRUIRT.

Employee: This refers to GoodWe' s employees who are employed under employment contracts in
all positions.

SElFtkes: ERER. REMEMPNATIE. KEQE. SREWAVEASFEKRE. B, ZEFRMEF.
Business Partners: This refers to agents, lobbyists and other intermediaries, associate companies, joint
venture and consortia partners, governments, customers, and clients.

W IBRFAFLERMESHE, REMRSHONE. PASNARR, XEEHNE. AEHE.
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Suppliers: This refers to companies, individuals, or groups of individuals who are responsible for
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supplying raw materials, equipment, and services for GoodWe. This includes suppliers, contractors,
sub-contractors, brokers, consultants, distributors, franchisees or licensees, home workers,
independent contractors, manufacturers, primary producers, and wholesalers.

EF: EMNEERMESLF mRSHIAE.

Customers: This refers to the companies that purchase products and services from GoodWe.

X FEEERSSEERN BT Sit X,

Community: This refers to local government and local communities around GoodWe operations.

== 0k )

Guidelines

EfeRiRE (REEIEWSABIESEN) (UNGP) | (EXGESIKZARM) (UNGC) . (BREEtH

FRANRES) (UNDHR) FERRS THERZOAYA (ILO A1) EHARANREREE.

GoodWe regularly conducts human rights due diligence in accordance with the UN Guiding Principles

on Business and Human Rights (UNGP), Principles of the United Nations Global Compact (UNGC),

United Nations Universal Declaration of Human Rights (UNDHR), and the Core Conventions of the

International Labor Organization (ILO Conventions).

EERRIAERESREERRIZE. FARMGREEWRENERSNSHEIVSEXIGENRIARURITA,

AR R EA . SRSEHEUHEIIRSIOTHERE. EEARIMNBEAIMTTSEREANE BN

B,

GoodWe due diligence process includes human rights risk assessment in GoodWe operations,

subsidiaries, and joint ventures and its value chain or activities related to its business. Human rights

issues and criteria are also used as assessment criteria in merger and acquisition, joint venturing, or

any new business investment. Human Rights mitigation and remediation are implemented where

risks have been identified.

AENPETHEREZ MUFIAFISEBER, FIUIBNSEREERNEAR. ILE. TEAR. BRZ L. $=
BEL. BEA. ZOMEZANRIENLZEEDE. BEMETE. XETE. BiEIE.

The human risk assessment covers several right holders and vulnerable groups such as women,

children, indigenous people in the country where we operate, migrant labor, third party contracted

labor, disabled people, pregnant women, and LGBTQI+ that are subjected to human rights violations.
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Internal responsibility allocation

iATE5%44 Governance Structure

By "EES-ESG HIESEEERS-ESGHITE" =RFTARUAR, BRRR. BE. HUTHSESREN
il

Establish a three - level labor human rights system of "Board of Directors - ESG Strategy and
Management Committee - ESG Execution Layer", and clarify the hierarchical responsibility mechanism
for decision - making, supervision, and execution:

55 FANBERRPKEBR, BNANSEIRE, MERANETEHRER, RESTANSKRSA
BRERREL A,

Board of Directors: Approve human rights policies and medium- and long-term goals, review human
rights performance reports, make decisions on major human rights issues, and ensure that the labor
human rights strategy is consistent with the overall development direction of the company.

ESG HIE5EEEZERSR: HEH ESG EXNERS/NA. EHS ER%. ERLEZERASTIFEREARKA
B, REARBEREAL, BERIZEDEARBFME, BEREFSTROREEREEHRE, MRS IA
N IFE .

ESG Strategy and Management Committee: Composed of the Group's Leading Group for Major ESG
Issues, EHS Committee, Information Security Committee, and Institute of Sustainable Development. It
is responsible for formulating plans for the implementation of human rights policies, coordinating
cross - departmental resources, and breaking down goals. It reports the progress of policy
implementation to the board of directors on a special topic annually to ensure the orderly progress
of labor and human rights work.

ESGHUTE: FLANBERHIIT. AREUERNST. AMNERERZ, BEFFRE SA8000 Bz 1SO 45001 &
RRINIESER, AR S3BRTTRIMREAR .

ESG implementation layer: Take the lead in implementing human rights policies, monitoring and
statistics of human rights data, and human rights compliance review. Organize SA8000 audits and
maintain system certifications such as ISO 45001. Provide environmental protection technology
support for each business unit.

BAWSESRIT: RUTHR/GRRGTIANR, ARFARTABES TANEEIT. AMREBKRERR, BRART
RTSH5 AU,

All business units: Appoint full-time/part-time labor human rights officers to be responsible for the
implementation of daily labor human rights measures in the unit, the collection and feedback of

human rights issues, and organize the unit's employees to participate in human rights training.
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E={EH# Responsibility mechanism

BARGBEINSTRI IR EERE KPI BZFAR, T "MR—RERE" |, WS TARITEREEISTA
FLAREZ, SHEMER JHITRIE,

Incorporate human rights performance into the KPI evaluation system of all departments and
management levels, implement the "one-vote veto system for environmental protection”, commend
departments and individuals that have made outstanding achievements in labor and human rights
work, and hold accountable departments that violate regulations.

HEILRANRRERR, SFREARDTF 2 RANEEE), BREARTERRAERANERSIRIEN
B, MR TRHEANESHBGHEY.

Establish a human rights responsibility system for all employees, and organize at least two special
human rights training sessions every year to ensure that all employees master the human rights
requirements and operation specifications related to their positions. Encourage employees to put

forward suggestions for improving human rights compliance.

RTEFEERS

Employee Health and Safety

NEVREBSOHAY IR, BRREA. BEURSFVSHENE "SHE LIENE, AEFFEE
B (MNFEERAR. 182) EEhENE. MEEFESMFRE, AMAKERE (WNfEsERitblil) B
BrftiR. FER, SRIGELEFIHR 100% B34 #E (RURRTEERENE) | BHESEUNNSFSENRM
e, RTFEN 40 B LETUR)IFFPELR, FESI; SEMRESKHINNSVNE, SFFR
b, HFRNRERES, RESHEASEREY "SRR ;| AR TIWITHRE, SFERRW
RS (BERMINEIEE) , SFFAROIERRITN, MB/IMIEASFRURM—I—RS. B4F
FROBERTHE, A8/NIERBEERARH——RS.

The company promises to build a "zero-injury" working environment around business scenarios such
as photovoltaic inverter production, energy storage equipment R & D, and high-voltage testing. It
will equip production workshop operators (e.g., inverter assembly and welding) with protective
equipment such as dust masks and high-temperature-resistant gloves, and equip R & D laboratories
(e.g., energy storage battery testing) with chemical protective suits and goggles. These protective
equipment will be inspected and maintained monthly to ensure 100% effectiveness. The company
formulates the "Occupational Health and Safety Operating Procedures” to clarify the norms for high-
risk positions such as high-voltage testing. Employees are required to undergo more than 40 hours of
specialized training, obtain relevant certificates before taking up their posts, and participate in annual
retraining. Each base will set up an emergency response team with first-aid training, conduct drills on

fire protection and chemical leakage annually, configure first-aid kits, and establish a "green channel”
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with hospitals. The company will purchase work-related injury insurance for all employees, organize
annual occupational health check-ups (with additional specialized examinations for high-risk
positions), conduct mental health assessments every six months, and provide one-on-one counseling
for overseas project teams and other positions.

LA 2023 FEAEMESE, F 2030 FEENEHEER 100%, FERTHEARSE5R 100%, FEETRS
FHUREZEE<0.1%0.

Taking 2023 as the baseline year, by 2030, the annual coverage rate of emergency drills will reach
100%, the annual participation rate of employee health check-ups will reach 100%, and the annual

incidence rate of production safety accidents will be <0.1%eo.

TES(F

Working conditions

RNEERESEAITIAA M RAREFEN TG, SETHEFARES, BT (FEAREHNESE) #
RRIBAZMAR 1 X, BIAEE 36 /\iY, FEZERIHIDERIGIISREINGT; AN TERIERX, #ee
B CHXLEERENRS, THNEEREE. Hi. IBFE, BrEIRERENEERSE, BRAATHE
EZRE, SNAK. £FEEREVR. KRENRTIRER, HEEHANTEEUIFEeNEEE, B
THEFFRIRHPEYR, SEABWIHEREFIMAIRMIEES, RERTEHFETIE.

The company promises to provide a safe and comfortable working environment in line with industry
characteristics, reasonably arrange production and R & D tasks, and abide by the Labor Law of the
People's Republic of China to ensure that employees have at least one day off per week and the
monthly overtime does not exceed 36 hours. In the peak season, schedules are arranged in advance
to avoid sudden overtime. An intelligent monitoring system is installed in the inverter welding area
and energy storage battery storage area to monitor temperature, humidity, dust and noise in real -
time. When the standards are exceeded, it will automatically alarm and start the treatment equipment,
and the data will be publicly announced monthly for supervision. Employee rest areas equipped with
sofas and drinking water equipment are set up in each office area and production base. Maternity
rooms with baby care tables are planned for new bases. In summer, heat - prevention supplies are
distributed to production workshops, and in winter, cold - protection equipment is provided for
outdoor positions such as on - site debugging at power stations to ensure employees work
comfortably.

LA 2023 RS, = 2030 ERTBIMPIAHL <36 /NG, SEINPHGEER 0; BEE. b, IBFEIAR
F>98%; NEX. BEEFENREERE 100%, [ITTIFREHEE290%.

Taking 2023 as the base year, by 2030, the average monthly overtime hours of employees should be

< 36 hours, and the complaint rate for illegal overtime should be 0; the compliance rates of
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temperature, humidity, dust, and noise should be > 98%; the coverage rates of welfare facilities such
as rest areas and nursing rooms should be 100%, and the satisfaction rate of employees with the

working environment should be > 90%.

BASERRE
Promotion and Development
NEEEBEATFERNRLARTES, LEFHERVSHEREYZ "B + A" WEESHAR, BB
EEENIEE. MBERE, RABES AT LHRAKTREN. HERATR, WBEAEDRE, HE (]
THRIRRETRD | ARARFFEEIRANGER. EREMCIRE, £ RHEmEr”. RECHERE, HEX
FHBINER. FBEFRRALERFE, BERANMETRITERDR 2% 1951228, SHFEBCRESRIRITID
FEH, RY "REAENAS" | SR TREFTRE SRR, ARTRETRFEN, XNEE
(BIERCENEERNE) BFRH, NBROIMAFIRERE. FEER ( 2023 FRHEESE, = 2030 FX
BEETHARERE 100% ZOKM, FERMRIES5%E>80%, RTIHIBFE 100%, [ITRILREHS
E285%.
The company promises to build a fair and transparent career development platform and establish a
"management + technology” dual-channel promotion system to meet the needs of the new energy
business. The management channel includes department heads and project managers, while the
technology channel includes photovoltaic inverter R & D engineers and energy storage system
experts. The two channels allow for horizontal transfer. It formulates the "Employee Training and
Development Plan®, offering courses on cutting - edge inverter technology and energy storage
optimization for R & D positions, courses on lean production and equipment operation and
maintenance for production positions, and courses on overseas compliance and new energy
solutions for sales positions. It invests no less than 2% of the total employee salary in training
expenses each year to support employees in obtaining certificates such as photovoltaic system
designer. It sets up a "rationalization suggestion mechanism" to encourage employees to put forward
suggestions on improving inverter production efficiency and energy-saving in R & D laboratories.
After the suggestions are adopted, rewards will be given according to the "Management Measures
for Rationalization Suggestions”, and excellent cases will be included in the knowledge base for
promotion.
Annual goals (with 2023 as the base year): By 2030, the dual - channel promotion system will cover
100% of core positions, and the annual participation rate in job competitions will be > 80%. The
employee training coverage rate will reach 100%, and employee satisfaction with career development

will be > 85%.
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Child labor employment is prohibited.

RNEVRETSIT "BETIERR" BER, ANHRSEENEL "SR + FEN / FERILE" #BRR
BE® 16 A%, £ FAlRl L. AALREHRIRSFSIN_RERZ, BRRIRMARAR "RYET" B
&, EEN. HNEIFAMERRE (SELEREESEREA) | EHHNEIZIARIESFERAN "HES
MEZER"

The company promises to strictly implement the "zero tolerance for child labor" policy. When
recruiting, the Human Resources Department uses "ID verification + academic credential verification
on the China Higher Education Student Information Network/household registration verification" to
ensure that the recruits are over 16 years old. Temporary workers in the production workshop and
auxiliary staff in the R & D laboratory will undergo a second review. The company conducts
"opposing child labor" publicity among employees and the community, and publishes the reporting
channels (shared with the business ethics reporting channel) on the official website and the supplier
portal. Suppliers who violate the policy will immediately have their cooperation terminated and be
included in the "supply chain compliance blacklist".

LA 2023 SEREES, = 2030 FHEEBRTFRZER 100%, FEETEMASMH 0, HNERIFREGMN
= 100%.

Taking 2023 as the base year, by 2030, the age verification rate in the recruitment process will reach
100%, and the number of annual child labor employment incidents will be zero;The compliance rate

of the suppliers' employment age is 100%.

13518555

Forced labor is prohibited.

NEFERERTSHERSE, SaRPHRATTIEANS. I, HMEER, ZIHHTRasRe
IMAHNE. 17 "B RN, MIIERAEEA R, MMEREAEmE . EIFARRITGK, 73
BEAFARES TSR, MINEEEEZIET.

The company promises to safeguard the labor freedom and dignity of employees. The labor contract
clearly stipulates terms such as work content, working hours, and compensation, and prohibits any
form of deposit or certificate retention. The principle of "voluntary overtime" is implemented.
Overtime work requires prior application and approval, and overtime pay is paid according to legal
standards. Regular employee interviews are conducted to investigate whether there are signs of

forced labor, which are included in the assessment indicators for management.

LA 2023 FaEES, = 2030 FEaIEREMTBEITR 100%, IEHHDRRF 0 &, FRERESHEM 0 &,
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Taking 2023 as the base year, by 2030, the standardized signing rate of labor contracts will reach
100%, the number of complaints about certificate seizure will be zero, and the number of annual

forced labor incidents will be zero.

RIS RIEHR

Anti-discrimination and Anti-harassment

AT EERERAERENMERPRA T ZTUIEFEME, BAVEE, BSTUMEBSMESUCHATINAT
BEEN, ZMECEBRNNEPERFREE. o, FiE. BA. REFUAT. SRMBRASFEFERS
FEWHNEEY., 8—IEERTETLEEE TN ETEREANERENEES
BOEMEBRLL; MRS, 145, M|, Mik. Rik. BEfE. REE. XHUESMREEERRBTRETAREER
£R. ERVERAEE, BAIFSFAERTRATIRRITE, TietiIaotts)l. BRsMRmRk.
VA, BPABRZENSEREHAKRMAER FRRE. W, MREHTRTENASGEREEERAK
BT TIERYE, EERERREESENVENEM HRHINAARFNY, AFRESERALSMR. ik
BRI,

As GoodWe Group has adopted diversity and inclusion practices across the organization, we are
committed to integrating a culture of diversity and inclusion into our corporate governance principles,
and these practices have been actively implemented throughout the company. In addition, processes
such as recruitment, retention, rewards and recognition, promotion, and retirement also contribute to
cultivating an inclusive corporate culture. Every potential employee can be hired for any position on
GoodWe Group's management and board purely based on their abilities and experience; age, gender,
sexual orientation, race, ethnicity, nationality, country of origin, cultural background, and disability
are never considered during the recruitment process. From employment to retirement, we provide
professional development programs equally to all employees, regardless of their gender, disability,
race, or ethnicity; we believe that everyone should have the opportunity to develop without any
discrimination. Moreover, if any employee requests leave or a change in working conditions due to
personal or health issues, GoodWe Group always provides such flexibility on a reasonable and
necessary basis, and the review process is free from gender, racial, or cultural biases.

LA 2023 RIS, F 2030 FRIRERTBARIRE 100%, RARKANE 100%; RETUE)IE=E
100%. EZERE 100%, FEIEM / FHNEMH 0 .

Taking 2023 as the base year, by 2030, the rate of recruitment information without discriminatory
clauses will reach 100%, and the compliance rate of employment decisions will reach 100%. The
coverage rate of anti-discrimination special training will reach 100%, and the passing rate of the

assessment will reach 100%. There will be zero discrimination/harassment incidents annually.
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Freedom of association
NEFREEERTHHSHAINE, RIBRUKEELR. IMASFAFIIATISREMEZNRTEL,; NSRS
FHRIBHREHITH, AMARISS5HASSRTHEAMIEMTENSIRE.

The company promises to respect employees' right to freedom of association. Employees have the

right to organize, join or not join trade unions and other legal employee organizations in accordance
with the law. The company shall not interfere with employees' acts of freedom of association, nor
discriminate against or retaliate against employees for their participation or non - participation in
employee organizations.

AR TRDRGENREOBRSIFSERN, NREEENZHT. HEF, FRSRTARTBNE, MRIX0
RIEEIE. TIERHEIaE TR, ABIMNRTERNERSEY, &5 N TIFERNEEENATFE
8, FEGEHIRAESSUUHTEE.

Provide necessary support and convenience for employee organizations' activities, such as providing
activity venues and time; actively communicate and negotiate with employee organizations, exchange
views on issues that employees are concerned about, including labor rights and working conditions,
etc., earnestly listen to the opinions and suggestions of employee organizations, respond to
reasonable suggestions within 5 working days, and implement improvement measures within a
reasonable time frame.

LA 2023 FAEESF, £ 2030 FRIREFEARGREER, RINBEREHNFANRELE 100%. SF5
RTARFRZED 4 XEREESW, RTEFRHINSERICRNERIAT] 80% LALE,

Taking 2023 as the base year, ensure that the signing rate of collective contracts and the awareness
rate of employees about the right to freedom of association reach 100% every year until 2030.
Conduct at least 4 effective communication meetings with employee organizations every year, and
the adoption rate of reasonable suggestions put forward by employee organizations should reach

over 80%.

BEREFHMSHE

Policy Update and Review Mechanism

ANAERSRESL, SFRNEENEERITENSITEETHE, REEEFRNEREESIOR. U3 FA—
FHA, BADRREREASIESSES, AEERENEN. EfReMERTN. TUSSERARR A ENERERE, X
BRHITEEEITESRE, BUALREEEESHEMEEN.

The Human Resources Department takes the lead to conduct a comprehensive assessment of the
policy implementation situation every fourth quarter, report it to the management for review and

then present it to the board of directors. With a three - year cycle, the Human Resources Department,
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in conjunction with the Legal Department, will comprehensively revise and improve the policy in light
of the updates of national regulations, changes in international compliance requirements,
development of industry practices and strategic adjustments of the company. The revised plan shall
come into effect after being approved by the board of directors.

HIMAMERZ i, NEBERESENER:

The policy emergency update procedure shall be initiated when one of the following situations
occurs:

BXREREEEINHEFFEMERREERZN,;

There are significant changes in relevant national laws and regulations or international compliance
requirements.

MR EEAHERESN

A major social responsibility incident has occurred in the supply chain.

REBRXANNGESY, REBCRRR,

The occurrence of major human rights risk events has exposed policy loopholes.
EERIRHBERIETTER,

The board of directors has put forward requirements for policy revisions.

ESEITEN AR SR LR 30 M IIEERHITME, 90 N IIEERRRIETT HEHHRH:L.

The emergency update process should be evaluated within 30 working days after the occurrence of
relevant triggering events, and a revised plan should be formulated and submitted for approval
within 90 working days.

BERARTMEEHG, ESG BIEER IHA 30 M LIFHNEBRMNERWARI IRz O MNEFREREII, #
BRSO IEBBERER, HIMERICREITHYEE.

After the policy is issued or updated, the ESG management department shall organize internal
procurement-related departments and core suppliers to conduct publicity and training within 30
working days to ensure that relevant parties fully understand the policy requirements. Training

materials and records shall be filed and retained.

ERiREEHR A

Appeal and reporting mechanism

ARBEATANBRESMERFENESHT, BRMRT. HNERFIZEXGEMT AR TS, &H
BIEENFERFBERAT SR, BEEARRT:

To ensure the effective implementation of the company's various management systems such as the
human rights policy, employees, suppliers and stakeholders are encouraged to supervise violations;

report any behavior that violates this policy in daily work activities, including but not limited to:
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RTEEEHRMFEREERIES, SXERAUARREMPLIFEIRRZMR, SiEHuiRie 5.
Employees were retaliated against with job transfers and salary cuts for refusing to conduct illegal
operations; employees in high-risk positions suffered health damage due to the lack of compliant
protection; and employees' legal salaries were withheld or deducted.

MNEFEREFIINNE. KFr. EETSGENAES, SIS BEABLI. REUASEH, BREXEREKRLE
i,

The supplier engages in forced overtime, wage arrears, employs child labor, or discharges pollutants
illegally. The overseas partner factories practice discriminatory employment and restrict personal
freedom, and the relevant issues remain unresolved.
AMRBRPATHAFASEER, HNAANER. RTEBEFLETHEILE.

Engage in malpractice for personal gain in the implementation of human rights policies; deliberately
make things difficult in the human rights audits of suppliers and the handling of employee
complaints.

RNENRIZTTH. RENBRIFSEREE, BXEEEATEN. MBI PRI AKEEEVENT:

The company has established diversified and confidential complaint and reporting channels, and
relevant information is announced on the company's official website, supplier portal, and prominent
locations in the office area.

BIFEIRERMRFE: GOODWE-Inform@goodwe.com

Dedicated email for complaints and reports: GOODWE-Inform@goodwe.com

IR EARAEIE: 0512-62396791

Dedicated hotline for complaints and reports: 0512-62396791

RNEEYBRIFESRARTERE, NEBRIFERZIALEXEFIEXTT, SZEEBMGE R T
IE, FXIBXRFEAFITNLIE,

The company strictly prohibits retaliation against complainants and whistleblowers. For relevant
parties who have been unfairly treated due to complaints or whistleblowing, after verification,
corrections will be made in accordance with laws and regulations, and relevant responsible persons

will be seriously dealt with.

*IFER

Remedial procedure

SBESRFEEAENSMREELE, ANKFEPAZAESZEELE, ROWNZEERN, HRABGHE
HNRER, ANIERFEEENSMN, MR EBRE, FTRRETRRIEER.

Once the violation incident is confirmed to be true through the appeal mechanism, the Human

Resources Department must immediately communicate with the victim, fully listen to the victim's
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opinions, jointly discuss and initiate the remediation process. The remediation process aims to
mitigate the impact of the incident and compensate for the victim's losses, and does not replace or

interfere with the judicial process.

#EdEEZ O ER

Core requirements for remediation measures

AR IRESHTERER. UEEEENIFNRENTAMR, BEEIRNGEE, BREEERR

7

Proportionality: Determine appropriate remediation measures based on the severity of the incident,

the impact on the victim, and the nature of the violation. Specific measures include but are not

limited to:

¢ HERERATEERERZEEHTIENBEEOLER,

. A formal written or oral apology to the victim from the violator or the company's management.

© REXEBEBEMEENEII. ETSSEMNENE (WSRE. REXRE) .

. Restoration of training, promotion opportunities, or other due benefits (such as performance
bonuses and honorary recognitions) lost by the victim due to the incident.

- PEIFTH (WBZEESENEVERE. REZEEERBENERMRAEERT) |

. Adjustment of work arrangements (such as physically separating the victim from the violator, or
transferring the victim to another position or department according to the victim's wishes).

« PIREFEREHEFRAR, BHBURE,

. Provision of paid leave to the victim to support their physical and mental recovery.

« RIEREFEEHTERNOESR. ETEIFHEXER.

. Reimbursement of the victim's relevant expenses for psychological counseling, medical
consultation, etc. incurred due to the incident.

BHE: ADBFBSZEEREFEM. SHNEE, RISSMEESES. ARIRNANGEER SEERE

it ETERTRETRERN, RIPFEZEE. IEARBERIARNRR), BRERHESHTIRIGE.

Transparency: The Human Resources Department should maintain clear and transparent

communication with the victim, and promptly inform the victim of the investigation results, the

company's proposed remediation measures, and the subsequent follow - up plan. During the

communication process, strictly adhere to the confidentiality principle to protect the privacy of the

victim, witnesses, and relevant personnel, and avoid secondary harm caused by information leakage.

HENBEXE: NGBS, ANRESEEH (011N8. 31MNE. 6 1MNAR) SSEEME), WUANGE

FERISERREUR, WIANREELIEMRERSIER. REIFRIEMTHEHRETH, EIERICRER, BT

TS FHFEL S A BN,
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Monitoring effectiveness: After the implementation of the remediation measures, the Human
Resources Department needs to conduct follow-up visits with the victim regularly (e.g., after T month,
3 months, and 6 months) to monitor the actual effect of the remediation measures, and confirm that
the victim's work environment has returned to normal and no new violations or retaliatory actions
have occurred. The results of the follow - up visits should be recorded for evaluating and

continuously improving the company's remediation process.

FEEREATNME, B 2023 £9 B 7 BREH.
This policy has been approved by the company and will come into effect on September 7, 2023.
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Min Huang

EERKREGE

Chairman of the Board of Directors and President
HER: 2023986 H

Date: 2023/9/6



