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EMERGY INC. Corporaie Policies
Workplace Harassment, Discrimination, and Violence Prevention

1. PURPOSE

Journey Energy Inc. (the “Company”) is committed to providing a safe, healthy and rewarding
work environment. As such, the Company is committed to the establishment and maintenance
of a healthy work environment for its employees, contractors, subcontractors and directors free
of any Harassment, Discrimination, or Violence (as defined below). The Company's Workplace
Harassment, Discrimination, and Violence Prevention Policy (the “Policy”) is intended to create
an awareness of and outline the procedures it will follow with respect to Workplace Harassment,
Discrimination, and Violence.

2. SCOPE
This Policy applies to all Employees of the Company.
3. DEFINITIONS

Employee means any person who performs services for or on behalf of the Company, including
all employees, contractors, subcontractors, and Directors. For the sake of clarity, the application
of this Policy shall not be construed to mean that volunteers, contractors or contractor’s personnel
are “employees” of the Company.

Workplace means any location where Employees engage in the Company's business, activities
or social events where the conduct of Employees may have an effect on the Workplace or
Workplace relations, and may extend to social media activities.

Discrimination means any discriminatory practice in relation to employment as prescribed in the
Alberta Human Rights Act.

Harassment means any single incident or repeated incidents of objectionable or unwelcome
conduct, comment(s), bullying or action by a person that the person knows or ought reasonably
to know will or would cause offence or humiliation to an Employee, or adversely affects the
Employee’s physical or psychological health and safety, including:

(a) conduct, comment(s), bullying or action because of race, religious beliefs, colour, physical
disability, mental disability, age, ancestry, place of origin, marital status, financial status,
family status, gender, gender identity, gender expression and sexual orientation; and

(b) a sexual solicitation or advance.

Reasonable action taken by the employer or supervisor relating to the management and direction
of Employees at a work site is not Harassment. Reasonable actions relating to the management
and direction of employees may include, but are not limited to; (i) a change in work assignments,
(i) scheduling, (iii) performance assessment and evaluation, and (iv) disciplinary action.

Examples of Harassment that will not be tolerated by the Company include, but are not limited to,
unwelcome verbal or physical conduct, threats, derogatory remarks, jokes, innuendo or taunts.
The Company will not tolerate the display or transmission of pornographic, racist or offensive
images (including those on personal clothing worn at the workplace); practical jokes that result in
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awkwardness or embarrassment; unwelcome invitations or requests, whether indirect or explicit;
intimidation, leering, or other objectionable gestures.

Unwanted sexual advances, unwanted sexual comments, and other unwanted verbal or physical
conduct of a sexual nature constitute sexual harassment when:

(a) submission to such conduct is made either explicitly or implicitly a term or condition of an
individual's employment; or

(b) submission to, or rejection of, such conduct by an individual affects that individual's
employment or contract for services.

Sexual Harassment can include such things as pinching, patting, leering, "dirty" jokes, pictures or
pornographic materials, comments, suggestions, innuendoes, requests or demands of a sexual
nature. All Harassment is offensive and in many cases it intimidates others. It will not be tolerated
within the Company.

Violence means the threatened, attempted or actual conduct of an Employee that causes or is
likely to cause physical or psychological injury or harm to another person, and includes domestic
or sexual violence. Examples of Violence that will not be tolerated by the Company include, but
are not limited to; (i) threatening behavior, such as shaking fists, (ii) destroying property or
throwing objects, (iii) verbal or written threats (any expression of intent to cause harm); or (iv)
physical attacks such as hitting, pushing or kicking.

4. ROLES AND RESPONSIBILITES

The Company, as the employer, is committed to preventing Harassment, Discrimination, and
Violence therefore all Employees are responsible for preventing Workplace Harassment,
Discrimination, and Violence by understanding this Policy and ensuring that their conduct is in
compliance with this Policy. The following list of responsibilities is not intended to be exhaustive:

Employees
a) Upholding this Policy and working together to prevent Workplace Harassment,
Discrimination, and Violence.
b) Undergoing training on the contents of this Policy and in the prevention of Workplace
Harassment, Discrimination, and Violence.
¢) Reporting any breach of this Palicy, real or perceived, that they witness or experience.

Department Managers (in addition to the responsibilities as an Employee)

a) Ensuring this Policy is implemented and maintained.

b) Ensuring that this Policy is followed by all Employees and that Employees have the
information they need to protect themselves.

c) Taking all precautions necessary to prevent Workplace Harassment, Discrimination, and
Violence.

d) Ensuring Employees are adequately trained on this Policy in accordance with applicable
legislation.

e) Taking action on all concerns brought to their attention or personally observed.
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Human Resources (in addition to the responsibilities as an Employee and Department
Manager)

a) Informing Employees of their rights and obligations under this Policy and applicable
legislation.

b) Investigating and taking appropriate corrective actions to address all incidents and
complaints of Workplace Harassment, Discrimination, and Violence in accordance with
this Policy and applicable legislation.

¢) Documenting, tracking, reviewing, investigating and reporting all incidents in accordance
with this Policy and applicable legislation.

d) Providing appropriate support for Employees affected by Workplace Harassment,
Discrimination, and Violence.

e) Reviewing the Policy and associated programs as required by applicable legislation, but
no less than every three (3) years.

Health and Safety Committee/Representative (in addition to the responsibilities of an
Employee)
a) Consulting on the development, implementation, and review of this Palicy.
b) Consulting and cooperating with the Company to exchange information on risks and
concerns pertaining to Harassment, Discrimination, or Violence.

5. DOMESTIC VIOLENCE

The Company is committed to reducing the risk of domestic violence occurring in the Workplace.
Employees who are at risk or who believe that they are at risk of being exposed to domestic
violence in the Workplace will be supported by the Human Resources Department and will be
provided with appropriate and confidential outside support, as appropriate. The Company will
take precautions to the extent reasonably practicable to protect individuals in the Workplace from
domestic violence, including cooperating fully in the enforcement of any orders of protection.

6. SUPPORT AND PREVENTION PLAN

The Human Resources Department takes reasonable measures in accordance with applicable
law, to conduct background investigations to review candidates' backgrounds and reduce the risk
of hiring individuals with a history of behavior that would constitute a breach of this Policy. The
Company conducts regular risk assessments of the Workplace to evaluate risks of Workplace
hazards including Harassment, Discrimination, and Violence. Any necessary corrective action
and controls will be taken to reduce these risks, including updating this Policy and impacted
procedures.

While the Company does not expect Employees to be skilled at identifying potentially dangerous
persons or situations, Employees are expected to exercise good judgment and to inform the
Human Resources Department if any Employee exhibits behavior, which could be a sign of
potentially dangerous situations.

Although in most instances these indicators will not result in an act of violence, if observed, these
behaviours should be identified and discussed with the Human Resources Department.
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7. REPORTING A BREACH OF THIS POLICY

All Employees share in the responsibility of building and preserving a safe and respectful work
environment. The Company encourages employees who have a concern, real or perceived,
about a breach of this Policy to report their concern or complaint in good faith, without fear of
retaliation. No Employee will be penalized, reprimanded or in any way criticized when acting in
good faith while following this Policy for addressing situations involving Workplace Harassment,
Discrimination, or Violence.

During an emergency, where an act of Workplace Violence is occurring and there is an injury or
immediate risk of injury or if you feel there is a threat to your safety or the safety of others, you
should contact 911 and/or your building security 587.955.6466, or indicate to a colleague that
they should make the phone call. If individuals are injured, assistance will be provided as soon
as it is safe to do so without putting other Employees at risk.

If you experience or witness any breach of this Policy, you must immediately report the incident
to your department manager, or another leader within your business unit, who will report the
incident to Human Resources & Administration, Yulia Abramovich,
Yulia.abramovich@journeyenergy.ca. You may also report the incident in writing, directly to Alex
Verge, the President and Chief Executive Officer at alex.verge@journeyenergy.ca or the
Chairman of the Board, Craig Hansen at craig@hanseneng.ca.

When raising a concern or complaint you will be asked to provide the following information (to the
extent such information is known by you) either in your written complaint or verbally to one of the
individuals noted above who will record the information:

(a) your name and contact information;

(b) name of person alleged to have breached this Policy, his or her position and contact
information;

(c) the date, time and location of each incident you wish to report;
(d) the name of any other person(s) involved in the incident(s);

(e) the names of any people who witnessed the incident(s) or other persons with relevant
information regarding the incident(s) and contact information;

(f) a full description of what occurred; and

(g) supporting documentation, if any, that the complainant has and a list of documentation the
alleged respondent or withesses may have.

A written complaint is to be filed with the Manager, Human Resources, who will report the incident
to the President and Chief Executive Officer.

8. DOCUMENTING, INVESTIGATING AND PREVENTING A BREACH OF THIS POLICY
The Company will investigate any incidents of Harassment, Discrimination, and Violence and take

corrective action to address the incidents. However, this Policy is not intended to discourage any
Employee from exercising their rights pursuant to any other law, including the Alberta Human
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Rights Act. The Company also reserves the right to take action as necessary for the protection
of its Employees or its business prior to following the investigation process set out in this Policy.

Upon receipt of a complaint of Workplace Harassment, Discrimination, or Violence, the Manager,
Human Resources will determine who will conduct the investigation into the incident or complaint
under this Policy. If appropriate, the Company may attempt to resolve the complaint informally. If
no informal resolution is reached, either an internal or external investigation will be undertaken by
an investigator designated by the Company.

The investigator will privately interview the Employee making the complaint, as well as the
Employee alleged to have breached this Policy and any individuals who may be able to provide
relevant information related to the allegations as soon as reasonably practicable. If the
investigation reveals evidence to support an Employee breached this Policy, the Employee will
be subject to appropriate discipline. Discipline may include suspension, dismissal, or termination
of the contract, and the incident will be documented in the Employee's file. No documentation will
be placed on the complainant's file when the complaint has been made in good faith, whether or
not there was a finding of a breach of this Policy. Following an investigation, the Company will
review and revise, if necessary, Workplace procedures to prevent or reduce the risk of any future
breaches of this Policy.

Once the investigation is concluded, a written response will be issued to notify all parties involved
of the outcome, as well as any corrective action to be taken to address the incident. If the
investigation fails to find evidence to support the complaint, there will be no documentation
concerning the complaint placed in the file of the Employee alleged to have breached this Policy.

Regardless of the outcome of a complaint of a breach of this Policy made in good faith, the
employee lodging the complaint as well as anyone providing information will be protected from
any form of retaliation by either co-workers or superiors.

The Company will ensure that any Employee reporting an injury or adverse symptom resulting
from an incident of harassment or discrimination is advised to consult a health professional of the
Employee’s choice for treatment or referral.

9. CONFIDENTIALITY

The Company pledges to respect the privacy of all concerned to the greatest extent possible. The
Company will not disclose the circumstances related to a breach of this Policy or the names of
the complainant, the person alleged to have committed a breach of this Policy and any witnesses,
except:

(a) where necessary to investigate the incident or to take corrective action, or to inform the
parties involved in the incident of the results of the investigation and any corrective action
to be taken to address the incident;

(b) where necessary to inform workers of a specific or general threat of Harassment or
Violence or potential Harassment or Violence; or

(c) as otherwise required by law.
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If it is necessary to inform workers of a specific or general threat of Harassment or Violence or
potential Harassment or Violence, the Company will disclose only the minimum amount of
personal information that is necessary to inform workers of a specific or general threat of
Harassment or Violence or potential Harassment or Violence.

10. FALSE CLAIMS

Claims of a breach of this Policy are very serious and if untrue, can have a negative consequence
for innocent individuals. Anyone filing false or malicious accusation of a breach this Policy will be
subject to disciplinary action, including possible termination of employment or contract without
notice or pay in lieu thereof.

11. TRAINING
The Company will ensure that Employees are trained in:

(a) the recognition of Harassment, Discrimination, and Violence;

(b) the policies, procedures and workplace arrangements that the employer has developed
and implemented to eliminate or control the hazards of a breach of this Policy;

(c) the appropriate response to a breach of this Policy, including procedures for obtaining
assistance; and

(d) the procedures for reporting, investigating and documenting incidents of a breach of this
Policy.

12. POLICY ADMINISTRATION AND REVIEW

The Manager, Human Resources is responsible for overseeing the Policy and its implementation.
Interpretations of this Policy are within the exclusive discretion of the Company.

This Policy is subject to applicable laws and regulations. To the extent that this Policy conflicts
with any laws or regulations, the Policy shall, for application within the relevant jurisdiction, be
deemed to be amended in order to comply with the pertinent laws or regulations.

A review of this Policy will take place on the earliest of the following: (a) when an incident of
Harassment or Violence occurs; (b) if the joint work site health and safety committee or the health
and safety representative recommends a review of the Policy; or (c) every three (3) years.
Necessary revisions to the Policy will be made following a review.
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