
Page 1 

 

 

 
 
 

Huron No n-Re taliation  Po lic y  
 

Huron will not tolerate retaliation by  any  employee, c ontractor, vendor, or other member of  the 
Huron workforce  agains t any individual  who, in good faith, reports a  potential violation of  
bus ines s -related laws, regulations, or  Huron policy . 

 
Retaliation may involve ac tions  su ch as  intimidation, threats, dis crimination, attempted 
coe rc ion, or ad verse  employment con s equenc e. This Po licy will be app lied con s is tently 
without regard for an individual’s  level or tenure with Huron. Violations of this p olicy  will 
resu lt in dis ciplinary ac tion up  to and inc luding  termination. 

 
Adverse  actions  taken a gainst  an employee bas ed on  the employee’s  job p erformance or 
conduct that warrants  dis c iplinary action will not be cons idered to be retaliation.  

 
P roced ures  for reporting  suspe cted retaliation 
Any individual who b elieves  that he/s he has b een retaliated agains t or who b elieves  that 
retaliation has occu rred agains t another person  sho uld notify any member of  Huron’s  Human 
Resou rces  Department, Huron ’s Chi ef C ompliance  Office r, the Le gal Department, or Huron’s  
Helpline, so that the reported ac tions  can be reviewed a nd inves tigated. 

 

 
 

T he following FAQs  help c larify this  P olicy  and h ow it will be implemented.  
 

FA Qs  
1.   What cons titutes  retaliation?  

▪ Huron ’s adherence  to a zero tolerance,  non-retaliation policy  app lies  to all forms 
of retaliation. Exa mples  of prohibited retaliatory ac tions  include: intimidation, 
unlawful d is crimination, termination, demotion, s usp ens ion, failure to hire or 
cons ider for hire, failure to give equal  con s ideration in making  employment 
dec is ions,  failure to make employment reco mmenda tions impartially, advers ely 
affecting  working  cond itions  or otherwis e denying  any  employment bene fit, and  
threats  to impose  any of  thes e prohibited ac tions  for reas ons u nrelated to job 
performance or to conduct  that warrants d is ciplinary ac tion. 

▪ While every c ircu ms tance  must  be e valuated on a cas e by case  bas is , an ac tion 
may be reviewed as  retaliatory if it would de ter others from  rais ing  co mplaints or 
co ncerns in the future.  A non-retaliation policy  is intended  to protect  an 
employee’s  rights  to co mplain 
or report a su s pec ted p olicy  violation. 

▪ Our policy  is  intended to protect an employee from  the level of retaliation that 
produces an injury or harm. T he s ignifica nce  of an act  in produc ing  harm will 
depend  upon  the c ircu ms tanc es and environment su rrounding  the act. For 
example, it may not be s ignifica nt if a s upervis or does n’t invite an e mployee to 
lunch.  But if that lunch  involves a team  training  pres entation that would help 
su pport the employee’s profes s ional development, and the employee has  
rece ntly reported a s us pected p olicy  violation; the sup ervisor could be s een to be 
enga ging  in retaliation.
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2.   Who is  res ponsible for making sure that an investiga tion is  made? 

▪ Under Huron ’s Code of Bus iness  Conduct  and Ethics , the C hief Compliance 
Officer is  to be informed of su s pec ted violations of  Huron polic ies and is  
res pons ible to ensu re that 
reports  are inves tigated and  that appropriate dis c iplinary ac tion is  recommended.  

 
3.   Will Huron actually investigate every  report of alleged r etaliation—regardless  of the 

level of the person who has be en accused  of committing a  retaliatory ac t? 
▪   Yes , we take every report very s erious ly and investi gate all repo rts . 

 
4.   Retaliation may be difficult to pro ve.  What are some of the fac tors  that are 

cons idered in de termining  whether there has b een retaliation aga inst  an employee? 
▪ T he inves tigator will look at a variety of  factors to determine if the employee 

is  the victim of  retaliation.  S uch  factors inc lude: was  the employee treated 
uneq ually from  
others  in a  s imilar s ituation, is  there a  pattern of  adverse a ctions taken a gains t 
co mplaining  employees,  and what was the rationale for the alleged a ct of 
retaliation. 

 
5.   C an I r eport the retaliation anonymo us ly? 

▪ Yes , the Huron  Helpline enables  employees to make anonymous reports of  
su s pected violations  su ch as  retaliation. 

 
6.   Will Huron keep my report co nfidential? 

▪ C onfidentiality will be maintained to the degree pos s ible; however key Huron 
offic ials  in a reas s uch as  Human Reso urces,  Le gal department, and Compliance 
will normally need  
to be  awa re an d/or involved in the investi gation. Additionally, the person  acc us ed 
of 
co mmitting  the retaliatory beha vior will need to be a ware of the allegation in 
order to res pond to the inves tigation. 

 
7.   Won’t the person acc used of retaliation be a ble to assume pretty eas ily that the a lleged  

victim is the one who made the repo rt to Huron?  
▪ Not neces sarily.  So meone  other than the victim, su ch as  an obs erver or 

co lleague, may report alleged retaliation.  Additionally, in so me ca s es , Huron 
proa ctively follows  up with employees who  have repo rted su s pected violations 
in order to determine if retaliation has  occ urred, s o so me investi gations  of  
potential retaliation a re initiated by Huron c orporate co mpliance office. 
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