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OVERVIEW
This Code applies to all of our directors, officers and employees. We refer to our Chief Executive Officer
and Chief Financial Officer as our “principal financial officers”. This Employee Code of Business Conduct
and Ethics, as applied to Spectrum’s principal financial officers, shall be our “Code of Ethics” within the
meaning of Section 406 of the Sarbanes- Oxley Act of 2002 and the rules promulgated thereunder. If any
employee has questions about these guidelines, they should contact their supervisors, or the Compliance
Officer.
Waivers of this Code for employees may be made only by an executive officer of the Company. Any
waiver of this Code for our directors, executive officers or other principal financial officers may be made
only by our Board of Directors and will be disclosed to the public as required by law or the rules of the
NASDAQ Stock Market.
Any employee who violates this Code will be subject to appropriate discipline, which may include
termination of employment, to be determined based upon the facts and circumstances of each particular
situation. Employees who violate the law or this Code may expose themselves to substantial civil
damages, criminal fines and prison terms. The Company may also face substantial fines and penalties
and may incur damage to its reputation and standing in the community.
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OVERVIEW: LETTER FROM THE CEO
Dear Valued Teammate,
It is with great pride and pleasure that I welcome you to Spectrum! I call you
Teammate because we are a Team. One mission, one goal. Together, we make
the decisions and do the work it takes to serve our patients, customers, and
shareholders who all deserve our best. Each day you now have the opportunity
to contribute to the noble cause of improving the lives of others. Our company
is focused on the development and commercialization of innovative therapies
within the realm of cancer, which has so many unmet needs. Cancer touches
everyone. You now have the chance to affect the lives of many. Embrace that!
Innovation comes from our people, which leads to advancements and treatments that will help mankind.
Your passion and collaborative efforts will lead to our continued success. Come to work each day with
pride and the choice to be excellent at all that you do. Be accountable for and own your work. Never
accept mediocrity in what you do. The outcome of your work is so important to others. Most of all, come
to work with a smile and be fair and kind to all. Remember, our success is the sum of the work of all
employees together. What we do matters!
We must remember that as we strive to meet our goals, we must do so with the highest ethical standards
of compliance with our policies, procedures, and practices. Honest, ethical and professional conduct
remains fundamental to achieving the highest goals set for our company. This Employee Code of
Business Conduct and Ethics (the “Code”) is designed to ensure that you have the information you need
to be successful. The Code describes many of your responsibilities as an employee and outlines the
programs developed by the company to benefit each of us. It also explains important company policies,
which every employee is expected to know and follow. Policies in this Code apply to all Spectrum
employees; Spectrum reserves the right to change or amend these policies at any time with or without
notice.
We will advise you of significant changes in employment policies as, and when they occur. Spectrum
is built on its people, and we rely on you to consistently deliver the highest levels of productivity. Our
objective is to provide a work environment that is conducive to your professional growth. This handbook
is intended only to summarize and highlight company benefits and policies. It is not an employment
contract and it does not create contractual obligations. We bring to our attention any employment
issue that needs to be addressed. The company reserves the rights to change, add to, or discontinue
any of the policies in this Code as it deems appropriate. It is your responsibility to read and understand
this Code. This Code does not create rights for employees beyond those required by applicable law.
I encourage you to speak with your immediate supervisor or Human Resources about any questions,
comments or concerns you have regarding any of the policies described in this Code, or about your
employment in general. We encourage you to bring your questions, suggestions and complaints to
our attention. Careful consideration will be given to each of these in our continuing effort to improve
operations at Spectrum.
Welcome to Spectrum!

Joseph W. Turgeon
President and Chief Executive Officer
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OVERVIEW
PURPOSE, SERVABILITY AND COMPANY INFORMATION
Spectrum Pharmaceuticals, Inc. (the “Company”) has adopted this Employee Code of Business Conduct
and Ethics (the “Code”) to acquaint employees with the Company and to provide a ready reference to
answer most questions regarding expectations of conduct and employment with the Company. This
Code should not be considered all-inclusive, but rather a set of employment guidelines and an overview
of benefits.
This Code should be kept throughout the duration of employment or until a new Code is provided. This
Code can be changed by the Company at any time but can only be changed in writing by the CEO of
the Company. Regardless of the date of hire, Employees are subject to any amendments, deletions, and
changes to the Code.
This Code should not be construed as creating any kind of “employment contract” as the Company has
the ability to add, change, delete wages, benefits, policies, and all other working conditions as it deems
appropriate without obtaining an Employee’s consent or agreement.
If any applicable laws have changed since the writing of this Code, and if any portion of this Code is
determined to be unlawful or unenforceable because of such change or for any other reason, it shall not
mean that the entire Code or any other provision in it is invalid.
Company Headquarters: 11500 Eastern Ave. Suite 240, Henderson NV, 89052
Company Website: www.sppirx.com
Company Intranet Site: http://myspectrum/
Important Phone Numbers:
• Corporate Office - Nevada: (702) 835-6300
• Fax: (702) 260-7405
• Anonymous Compliance Helpline: (844) 587-1660
As of the date of the printing of this Code the following persons held corresponding positions set forth
below. These positions are identified as they are referenced within the contents of the Code. Positions
and Employees may change at any time, as needed.
President and Chief Executive Officer: Joseph W. Turgeon
Chief Operating Officer: Thomas J. Riga
Chief Compliance Officer: compliance@sppirx.com
Chief Information Officer: IT@sppirx.com
Human Resources/Benefit Coordinator: humanresources@sppirx.com
Payroll Administrator: payroll@sppirx.com
Legal Department: legal@sppirx.com
Safety Manager: facilities@sppirx.com
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OVERVIEW
BACKGROUND
This Code serves as a statement of corporate values, commitments and standards of professional
conduct, both internally and externally. It articulates the behaviors expected of all employees. It
encourages discussion of ethics and compliance to empower employees to handle ethical dilemmas
encountered in everyday work. Spectrum’s foundation is built on strong ethical principles and values which
reflect our commitment to conducting business with honesty, fairness and integrity; whereby we avoid
doing anything that could even suggest impropriety in any of our dealings.

Mission:
At Spectrum Pharmaceuticals, Inc., we bring the expertise and passion for excellence of our team
to acquire, develop and commercialize pharmaceuticals for unmet medical needs while building
value for our shareholders.
Values:
Small Company Spirit, Customer Focus, Integrity, Quality, Respect, Teamwork and Initiative.
Commitment to Excellence:
Each of us is committed to excellence in everything we do. We know that each of us has the
power to make a difference at our Company every day. Each and every one of us brings a unique
skill and voice that is critical to the success of our Company. Understanding this, we strive every
day to help our Company achieve this mission.
Core Principles:
Spectrum abides by the following core principles:
1. We will use all lawful and ethical means possible to bring our therapy options to the right
patients, in the right way.
2. We will be personally responsible to understand and adhere to the letter and spirit of all laws
and company policies that pertain to our daily business.
3. We will partner only with healthcare professionals, suppliers and other business partners who
share our commitment to understand and uphold the laws and regulations that apply to our
operations.
4. We will respect and protect the dignity and privacy of patients, healthcare professionals and
their staff, business partners, competitors and our fellow employees.
5. We will promptly and cooperatively report without fear of retaliation any behavior contrary to
these principles to management, the Compliance Department or the Compliance Helpline.

The Code sets the core requirements for business conduct and serves as a foundation for company
policies and procedures, of which provide additional guidance on expected behaviors. All Spectrum
employees are required to comply with the Code in order to maintain and enhance our culture and
reputation.

Spectrum Code of Business Conduct and Ethics
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FOUNDATION AND
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FOUNDATION AND CULTURE
This section addresses Spectrum’s commitment to abiding by the laws, regulations and industry
guidelines that govern the healthcare industry, as well as the principles of ethics and integrity, as the
cornerstone of the company’s foundation.
Spectrum’s infrastructure including policies, procedures and systems are built, and undergo continuous
improvement, to ensure we can meet the expectations of the regulatory community and the public at
large with respect to:
•

Producing safe and effective products.

•

Ensuring healthcare professionals (HCPs) have the latest, most accurate information available
regarding prescription medicines.

•

Professional exchanges with HCPs are designed to benefit patients and to enhance the practice
of medicine.

ETHICS
Spectrum’s successful business operation and reputation is built upon the principles of fair dealing and
ethical conduct of all Employees. The Company’s reputation for integrity and excellence requires careful
observance of the spirit and letter of all applicable laws and regulations, as well as a scrupulous regard
for the highest standards of conduct and personal integrity. Spectrum’s continued success is dependent
upon customer trust and Spectrum is dedicated to preserving that trust.
The Company insists Employees maintain the highest possible ethical standards in their dealings with
customers, third parties, suppliers, competitors, co-workers and the public in general. The integrity,
reputation and profitability of the Company ultimately depend upon the individual actions of each
Employee. Employees in all jobs and at all levels should strive at all times to conduct the Company’s
business in a fair, ethical, forthright and lawful manner.
In interacting with the medical community, Spectrum is committed to following the highest ethical
standards as well as all legal requirements. Our interactions with Healthcare Professionals (“HCPs”) are
not be perceived as inappropriate by patients or the public at large. All interactions with HCPs must be
professional exchanges designed to benefit patients and to enhance the practice of medicine. Spectrum
abides by the principle that a HCP’s care of patients should be based, and should be perceived as being
based, solely on each patient’s medical needs and the HCP’s medical knowledge and experience.
Our relationships with HCPs are regulated by multiple entities and are intended to benefit patients and to
enhance the practice of medicine. Interactions should be focused on informing HCPs about products,
providing scientific and educational information, and supporting medical education.
Spectrum’s foundation is built on strong ethical principles and values which reflect our commitment to
conducting business with honesty, fairness and integrity; whereby we avoid doing anything that could
even suggest impropriety in any of our dealings.
All employees — regardless of their level or function — have ownership and accountability for ethics,
quality and compliance.

Spectrum Code of Business Conduct and Ethics
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FOUNDATION AND CULTURE
HONESTY

INTEGRITY

KEEPING PROMISES

We are honest in all of our actions.
We are truthful, upfront and candid.
We do not deceive others by
misrepresenting facts, overstating,
exaggerating or only giving partial
truths. If we inadvertently give the
wrong impression, we provide
the relevant information to correct
any misunderstanding as soon as
possible.

We maintain a high level of personal
integrity. We have consistent
characters demonstrated by an
alignment of our thoughts, words
and actions. We have moral
courage and do the right thing.
We live up to mistakes and admit
when a fault has been made. We
do business by a moral code that
we believe in without sacrificing our
honor for the sake of just getting a
job done.

We keep our promises and fulfill
commitments. We make every
reasonable effort to fulfill not only the
letter, but the spirit of the promises
and commitments we make. We do
what we say we are going to do.

LOYALTY

FAIRNESS

CARING

We place a high value on advancing
the interest of the patient, our
colleagues and our company. We
do not use loyalty as an excuse for
unethical behavior. We steer clear of
conflicts of interest.

We strive to be fair and just in
all of our actions. We do not
seek an unfair advantage or use
indecent methods to obtain a
competitive edge. We do not
take undue advantage of another
person’s difficulties and mistakes.
We are committed to treating all
people equally, with tolerance and
acceptance of diversity. We are open
minded.

We have a genuine concern for
others and a sense of compassion.
We seek to reach our goals while
causing the least amount of harm
and the greatest amount of good.
We understand there will be an
impact on every stakeholder
following a decision. We consider the
financial, emotional and long-term
business consequences of an action.
We do not discount the needs of
others.

RESPECT

OBEYING THE LAW

EXCELLENCE

We are courteous and treat others
equally, regardless of who they
are. We believe everyone deserves
dignity, privacy and rights. We
treat others the way we want to be
treated.

We obey the law and never
intentionally break the rules,
regulations or laws surrounding our
business.

We pursue excellence in everything
we do. We believe delivering the
highest quality product makes
business sense and we are
committed to constantly improving.

LEADERSHIP

MORALE

ACCOUNTABILITY

Our leadership demonstrates the
principles and ethics we live by.
They enforce an ethical mentality by
leading by example. They create an
environment within our business that
values decisions made on principles
and standards of ethics.

We maintain and enhance the
good reputation of our company.
We take the pride and morale of
all employees very seriously. We
avoid taking actions that undermine
respect and take actions to correct
any inappropriate behaviors of
others.

We acknowledge and hold ourselves
personally accountable for our
decisions and any consequences.
We stand up and take accountability
in front of our colleagues, our
company and our community.

Spectrum Code of Business Conduct and Ethics
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FOUNDATION AND CULTURE
CULTURE OF COMPLIANCE
At Spectrum we foster a culture that
promotes the prevention, detection, and
resolution of instances of problems. The
primary manner we do this is by maintaining
the company Compliance and Ethics
Program, which is a set of internal controls
and standards that promote adherence to
pharmaceutical industry statutes, regulations,
and requirements of the federal health care
programs with respect to the development,
manufacturing, marketing and selling of
Spectrum products.
The program provides a mechanism that addresses the public and private sectors’ mutual goals
of reducing fraud and abuse; enhancing HCP operational functions; improving the quality of health
care services; and reducing the cost of health care. Attaining these goals provides positive results to
Spectrum, the government, and individual citizens alike.
The Spectrum Board of Directors and senior management are in support of and are committed to a
corporate culture of compliance facilitated by the Compliance and Ethics Program. Evidence of that
commitment includes the allocation of adequate resources, a timetable for the implementation of the
compliance measures, and the identification of an individual to serve as a Chief Compliance Officer to
ensure that each of the recommended and adopted elements is addressed.
It is an expectation of the Board of Directors and senior management the commitment should filter down
through management to every Employee and third-party vendor, as applicable for the individual.
At Spectrum, all employees have a duty to report any known or suspected violation of law, rules or
regulations that apply to the company. All reports are handled with sensitivity and discretion. The identity
of the individual who reports any information will be protected, to the extent possible, consistent with
applicable law and Spectrum’s need to investigate an allegation.
There are many resources at Spectrum that can be leveraged to ask questions or report any suspected
instances of misconduct including Supervisors, Human Resources, Compliance and Legal. Additionally,
there is the Compliance Helpline in the event the individual reporting the information would prefer to
remain anonymous:

Report online: www.sppirx.ethicspoint.com or call toll-free: 844-587-1660
Spectrum prohibits retaliation against an employee who, in good faith, seeks help or reports known or
suspected violations; including participating in an investigation or opposing any unlawful or discriminatory
practices.

Spectrum Code of Business Conduct and Ethics
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FOUNDATION AND CULTURE
CORPORATE GOALS

WRITTEN STANDARDS

EDUCATION AND TRAINING

We believe compliance is
fundamental to the company’s
success. Each year we set
a corporate goal specific to
compliance and tie it to the annual
employee performance reviews.

We document our organizational
expectations and ensure employees
understand the organization’s
culture and requirements. We read
and acknowledge all policies and
procedures applicable to our roles
and responsibilities.

We develop and implement regular,
effective education and training to
recognize our obligations to comply
with the organization’s policies and
procedures. We do not conduct
any activities without prior training
codified in a documented training
record.

REPORTING

PROTECTION FROM
RETALIATION

RISK ASSESSMENT

We prohibit retaliation against any
individual, who in good faith, seeks
help or reports known or suspected
violations, including participating in
an investigation or opposing any
unlawful or discriminatory practices.

We proactively conduct risk
assessments to determine which
risks have the greatest potential
for legal, financial, operational or
reputational damage. We allocate
resources to manage and mitigate
risks.

AUDITING AND MONITORING

DUE DILIGENCE

INVESTIGATIONS AND CAPA

We use auditing and monitoring
techniques to conduct retrospective
assessments and real time
observations to monitor compliance,
identify problem areas and reduce
identified problems.

We proactively screen candidates
for employment or potential service
providers for exclusion, department
any other ineligibility in federal health
care programs or government
contracts. We do not employ or
contract with a Debarred/Excluded
Person.

We promptly investigate identified
instances to noncompliance or
misconduct. We initiate appropriate
corrective action and preventive
measures. When necessary,
we report offenses to relevant
authorities.

DISCIPLINE

TRANSPARENCY AND
DISCLOSURE

RECOGNITION

We report any known or suspected
violation of law, rules or regulations
that apply to the company. We
handle all reports with sensitivity and
discretion. We protect the identity
of the individual who reported
any information to the extent
possible. We prominently display
and communicate the Compliance
Helpline.

We enforce appropriate disciplinary
action against employees and
third-parties who have violated
company policies and procedures
and or applicable federal health care
program requirements.

We track all transactions and publicly
report all transactions that constitute
a payment or transfer of value to
a Healthcare Provider (HCP) or
Healthcare Organization (HCO).

Spectrum Code of Business Conduct and Ethics

We publicly recognize and reward
employees who demonstrate
commitment to compliance and
ethics. Including, but not limited
to, individuals who lead others
to conduct business activities in
a compliant manner, those who
proactively ask for assistance and
those who do the right thing when
faced with an ethical dilemma.
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FOUNDATION AND CULTURE
CULTURE OF QUALITY
We believe in the overarching philosophy articulated in the GxP regulations and in robust modern quality
systems:
Quality should be built into the product and testing alone cannot be relied on to ensure product
quality.
At Spectrum our Quality System addresses the public and private sector’s mutual goal of providing a
high-quality drug product to patients and prescribers that reduces the number of (or prevents) recalls,
returned or salvaged product and defective products from entering the marketplace. We believe in
quality by design whereby quality is built in starting at the development phase and throughout a product’s
lifecycle.
Spectrum’s Quality System is in alignment with the requirements of GxP which are underpinned by a
central objective: to create a system of programs, policies, processes, and facilities that prevent errors
and defects.
We hold senior managers accountable for the effectiveness of this system and ongoing state of control.
We have a vigilant quality culture in which timely action is taken to prevent risks to quality. Process
improvement and lifecycle adaptations are made to address weaknesses and continually improve
systems.
We proactively monitor effective process performance and product quality to provide early warning of
emerging quality issues. We implement systemic solutions rather than ineffective shortcuts.
We habitually attend to the seemingly small problems so that they do not accumulate into costly, complex
problems. Our Quality System ultimately supports stable processes, and predictable quality and supply.
Delivering the highest quality (safe and effective) products is core to our business. This is an absolute
commitment and core competency to be integrated into all of our manufacturing, clinical and regulatory
operations. In addition, to the best of our ability, we shall strive to deliver the highest quality work output,
communications, and on-going service, while maintaining an effective quality system that meets or
exceeds all regulations. We take great pride in knowing that we stand behind all of our products and work
efforts.
Adverse Events and Product Complaints must be reported within 24 hours via:

Report online: drugsafety@sppirx.com or productcomplaints@sppirx.com

Spectrum Code of Business Conduct and Ethics
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FOUNDATION AND CULTURE
MANAGEMENT RESPONSIBILITIES

QUALITY POLICY

PEOPLE

At Spectrum, management has the
ultimate responsibility to provide the
leadership needed for the successful
functioning of the Quality System. All
levels of management provide support of
the Quality System by:

In addition to Compliance Written
Standards, we document our
commitment to quality and
improving the Quality System.
We read and acknowledge
all policies and procedures
applicable to our roles and
responsibilities.

Our employees are selected based
on their scientific and technical
understanding, product knowledge,
process knowledge and/or risk
assessment abilities to appropriately
execute quality functions.

TRAINING

RISK ASSESSMENT

In addition to Compliance
training, we ensure Quality
System employees remain
proficient in their specific
operational job functions and in
their understanding of applicable
regulations.

We evaluate risk relative to the
intended use of the product, patient
safety and ensuring availability of
medically necessary drug products.
Priorities are assigned based
on a risk assessment relative to
probability of occurrence of harm
and of the severity of that harm.

AUDITING AND MONITORING

INVESTIGATIONS AND CAPA

We conduct auditing and
monitoring at planned intervals to
evaluate effective implementation
and maintenance of the Quality
System and to determine if
processes and products meet
established parameters and
specifications.

We are committed to investigating
the root cause of problems,
evaluating the need for action
relevant to the possible
consequences, determining actions,
implementing such action within a
defined timeframe and evaluating
the effectiveness of the action.

DOCUMENTATION

MATERIALS

We document our processes to
trace the history of the product,
as appropriate, concerning
personnel, materials, equipment,
and chronology and that
processes for product release are
complete and recorded.

We source our materials from
qualified vendors and validate
reliability by conducting tests/
examinations and comparing the
results to the supplier’s certificate of
analysis (COA). We also periodically
audit our suppliers to determine the
reliability of the supplier’s COA.

VALIDATION

CHANGE CONTROL

We validate our processes and
systems to ensure finished
products have the identity,
strength, quality and purity they
are represented to possess.

We evaluate the need for change
relative to the product’s sate of
control.

• Actively participating in system design,
implementation and monitoring,
including system review.
• Advocating continual improvement of
operations of the Quality System
• Committing necessary resources
Management conducts system reviews
to ensure continuous suitability,
adequacy and effectiveness of the
Quality System. Such reviews include
the following:
• Appropriateness of the quality policy
and objectives
• Results of audits and other
assessments
• Customer feedback, including
complaints
• Analysis of data trending results
• Status of actions to prevent a potential
problem or a recurrence
• Follow-up actions from previous
management reviews
• Changes in business practices or
environment that may affect the
Quality System
• Product characteristics meeting the
customer’s needs
Management also ensures the Quality
System undergoes a periodic review,
by a qualified source external to the
organization, to ensure suitability and
effectiveness of the system. Such
reviews address:
• Improvements to the Quality System
and related quality processes
• Improvements to manufacturing
processes and products
• Realignment of resources

Spectrum Code of Business Conduct and Ethics
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FOUNDATION AND CULTURE
PATIENT CENTRICITY
Trust. To rely on the accuracy of…to place confidence in…to hope or expect confidently. Trust is what
patients instill in Spectrum to bring therapy options to them that are safe and effective. Spectrum does
not take this trust lightly. This is not an entity that should be broken. This is the essence of why we
conduct our business in an ethical and compliant manner.
Safe. Free from harm or risk…secure from threat of danger, harm or loss…affording safety or security
from danger, risk or difficulty. Safe products are an expectation from patients as they want maximum
benefits with minimal avoidable harm.
Effective. Power to bring about a result…the creation of a decided, desired, decisive and distinctive
effect. Patients want products that work.
Quality. Degree of excellence…superior in kind…an attribute that makes an entity fundamentally unlike
any other. Patients want, and quite frankly, deserve, consistent, reliable high-quality products.
Spectrum is committed to putting the patient first. It is an adopted, intentional and arbitrary standard.
We have a duty to protect the life, health, safety, dignity, integrity, right to self-determination, privacy and
confidentiality of personal information of clinical research subjects and patients.
We assign or attribute value to patients above innovation, budgets, quality, regulation, and efficiency. We
place patients’ needs and unique expectations before all else.
We see patients as individuals with unique perspectives, genetic make-up and experience of disease and
health; as units of social groups, communities and families; as members of society with complex roles to
play in other peoples’ and patients’ lives.

Spectrum Code of Business Conduct and Ethics
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FOUNDATION AND CULTURE
CLINICAL RESEARCH
PARTICIPANTS
We consider the rights, safety,
and well-being of study
subjects the most important
and ensure they prevail over
interests of science and
society. While the primary
purpose of clinical studies is
to generate new knowledge,
we never let this goal take
precedence over the rights
and interests of individual
research subjects.
We have a duty to protect the
life, health, dignity, integrity,
right to self-determination,
privacy and confidentiality
of personal information of
research subjects.
We ensure all Spectrumsponsored clinical studies are
reviewed and approved by
an Institutional Review Board
(IRB) or Independent Ethics
Committee (IEC) to ensure the
protection of the rights and
welfare of study participants.
We obtain documented
informed consent from each
research participant that is
freely given without coercion.
We maintain the
confidentiality of any
identifiable health information
about a study participant
obtained in connection with a
Spectrum-sponsored clinical
study in accordance with
strict privacy requirements.

CLINICAL TRIALS

PATIENT COMMUNICATIONS

Our Commercial personnel, including
Sales Representatives, are not
permitted to facilitate, engage, arrange,
recommend, or recruit potential
clinical trial sites, or discuss potential
participation in a clinical trial and
must refer all questions to Clinical
Development.

We prohibit promotional
communications to patients.

PATIENT ADVOCACY
ORGANIZATIONS

ITEMS OF VALUE

We interact with Patient Advocacy
Organizations to build awareness,
educate and advocate on behalf of
patients and their families to improve
disease awareness and patient
outcomes.

We only offer items primarily for
the benefit of patients to HCPs,
occasionally, if they are not of
substantial value ($100 or less).

PRIVACY
We are committed to respecting and protecting personal information about patients
collected, processed or maintained by or on behalf of Spectrum, regardless of
the form, format, location or use, in support of our business operations. We are
committed to not using personal information for marketing purposes if the individual
whom the personal information pertains has not consented to such use of the
personal information or who has opted out of such use.

PATIENT ASSISTANCE PROGRAMS

MEDICAL PUBLICATIONS

We are committed to appropriate patient
access to care. We have reimbursement
and patient support programs in the U.S.
market to help patients and healthcare
professionals (HCPs) understand
the coverage, coding and payment
environment for marketed Spectrum
products, and to assist patient with
access to prescribed therapy.

We are committed to only publishing
patient identifiable data if the
information is essential for scientific
purposes and written informed consent
was obtained from the patient. We
will show identifiable patients the
manuscript to be published and notify
them if the identifiable information will
be available via the internet or in print
after publication.

Spectrum Code of Business Conduct and Ethics
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FOUNDATION AND CULTURE
PROFESSIONAL EXCHANGES WITH HCPS
At Spectrum we abide by the PhRMA Code on Interactions with Healthcare Professionals (HCPs). Ethical
relationships with HCPs are critical to our mission of helping patients by developing and marketing new
medicines. Our relationships with HCPs are regulated by multiple entities and are intended to benefit
patients and to enhance the practice of medicine. Interactions should be focused on informing HCPs
about products, providing scientific and educational information, and supporting medical education. In
interacting with the medical community, Spectrum is committed to following the highest ethical standards
as well as all legal requirements. Our interactions with HCPs are not be perceived as inappropriate by
patients or the public at large. All interactions with HCPs must be professional exchanges designed to
benefit patients and to enhance the practice of medicine. Spectrum abides by the principle that a HCP’s
care of patients should be based, and should be perceived as being based, solely on each patient’s
medical needs and the HCP’s medical knowledge and experience.
Spectrum abides by the Federal Anti-Kickback Law. We are committed to protecting federal healthcare
programs and their patients by ensuring treatment decisions are based on an HCP’s independent,
professional medical judgment, and are not tainted by bias or improper influence. Spectrum prohibits
transactions that are intended to induce patient referrals or other business, or to compensate a party
for making those referrals. Additionally, Spectrum prohibits providing or offering any “remuneration”
(including any payment, kickback, bribe, rebate, or other item of value) to induce someone to prescribe or
recommend the use of the company’s products.
HCPs must provide necessary and useful services, advice, or information to Spectrum. The Company
does not condition HCP Bona Fide Service engagements upon any explicit or implicit agreement or
understanding to use, purchase, order, refer, recommend, arrange, prescribe, provide formulary status
for, or dispense any Spectrum product. HCP Bona Fide Service engagements may never be used
to reward past purchases or recommendations or encourage the potential for future purchases or
recommendations to use Spectrum products.
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FOUNDATION AND CULTURE
SCIENTIFIC EXCHANGE

P&T COMMITTEES

BUSINESS COURTESIES

We are committed to ensuring all
scientific exchange is:

We respect Pharmacy &
Pharmaceuticals (P&T) Committee
requirements for independence
as they must make formulary
placement decisions based on

We believe, at all times, the

• Accurate and not misleading
• Non-promotional in purpose and
tone, (i.e., objective)
• Not for the purpose of promoting
or soliciting questions regarding
investigational products or uses of
approved products in a manner not
consistent with the FDA approved
label (e.g., off-label uses)

impartial assessments of a
product’s safety, efficacy,
tolerability, and increasingly, costeffectiveness, devoid of both actual
and apparent conflicts of interest.
We do not treat an individual P&T
Committee

• Not contain confidential information,
unless a confidentiality agreement
(or other agreement including
confidentiality provisions) is in place

member any differently during a
pending formulary decision than at
any other time.

• If communicated in writing or in
another tangible form, approved
by Spectrum’s MRC in accordance
with Spectrum’s material review
processes
PROMOTION

provision of a business courtesy
(e.g., meal, snack, educational
item) must be accompanied by
a significant and substantive
discussion related to
(“Business Purpose”):
• Spectrum Pharmaceuticals, Inc,
• Spectrum’s medicines,
• Spectrum’s ongoing or future
clinical studies, or
• The safety of Spectrum’s
medicines or investigational
products

PRACTICE RELATED ITEMS

FUNDING FOR EDUCATION

We do not offer HCPs practice
related items as they do not
advance disease or treatment
education (e.g., reminder items
with company or product logos)

We provide funding for bona fide
and accredited education for HCPs.
We respect the responsibility for and
control over selection of content,
faculty, educational methods,
materials and venue below to the
organizers.

We are committed to ensuring all
promotion is:
• Truthful, accurate and
non-misleading
• Reveal material facts about the
product or service being promoted,
including facts about any negative
clinical outcomes that could result
from use
• Balanced as to discussions of
effectiveness and risks, including
important safety information and
contraindications
• Adequately substantiated
• Consistent with approved product
labeling and the scope of relevant
FDA approvals
• If communicated in writing or in
another tangible form, approved
by Spectrum’s MRC in accordance
with Spectrum’s material review
processes

BONA FIDE SERVICE ENGAGEMENTS
FAIR MARKET VALUE
TRAVEL AND LODGING EXPENSES
We are adamant that bona fide service engagements are only intended
to obtain information or advice from medical experts on topics such as
the marketplace, products, therapeutic areas and the needs of patients.
They are never inducements nor rewards for prescribing or recommending
a particular medicine or course of treatment. We select HCP service
providers based on general medical expertise and reputation or knowledge
and experience regarding a particular therapeutic area. We also ensure
HCPs are not a Debarred/Excluded person prior to entering into a contract.
We only offer a fair market value fee for service rate commensurate with
the HCP’s credentials. We only pay for services rendered in accordance
with the applicable contractual obligations and reasonable travel, lodging
and meal expenses incurred as part of providing the services. We are
committed to making use of the services rendered.
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FOUNDATION AND CULTURE
PROFESSIONAL EXCHANGES WITH VENDORS
Spectrum has the ultimate accountability for all
processes involved in bringing new treatments to the
market, including those that are outsourced to vendors.
Use of vendors enables Spectrum to augment our
resource demand without carrying the full burden
of large departments of personnel. Even though
the workload is outsourced, Spectrum still has the
ultimate accountability over the compliance, conduct
and budgets associated with the activity and vendor.
Therefore, it is imperative that Spectrum puts in place
mechanisms for selection of appropriate vendors and
oversight of the deliverables.
Vendors must provide necessary and useful goods and
services to Spectrum. The company does not condition
vendor goods and service engagements upon any
explicit or implicit agreement or understanding to use,
purchase, order, refer, recommend, arrange, prescribe,
provide formulary status for, or dispense any Spectrum
product. Vendor goods and service engagements may never be used to reward past purchases or
recommendations or encourage the potential for future purchases or recommendations to use Spectrum
products.
Vendors must act with integrity and are expected to demonstrate a commitment to legal, ethical, safe, fair
and environmentally responsible business practices. Spectrum seeks vendors that operate in compliance
with all applicable environmental laws and focus on working with vendors that make efficient and effective
use of natural resources. Spectrum is an inclusive culture and we do not believe discrimination in any
form should be tolerated. Vendors are expected to demonstrate a commitment to inclusive business
practices, including without limitation, diversity in their workplace.
Vendors are subject to Spectrum’s Vendor Code of Business Conduct and Ethics.
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FOUNDATION AND CULTURE
VENDORS ARE AN EXTENSION OF SPECTRUM
We believe vendors play an important role in supporting the operations of our business. We see them as business
partners whose work is done as an extension of Spectrum and therefore a reflection of Spectrum. We take visibility
into vendor processes including oversight and frequency of oversight into quality and controls very seriously. Our
approach to vendor management involves cross functional coordination across the Business Owner, Finance, Legal,
Compliance and IT to continually evaluate performance, costs, risks and compliance.

GIFTS FROM VENDORS
Generally, we do not accept gifts from present
or potential customers, vendors, suppliers,
contractors or partners. We are permitted to
accept an unsolicited gift of modest value where
acceptance of the gift would not reasonably be
expected to affect the employee’s independent
judgement in the performance of his/her job.
Even gifts of modest value may not be accepted if
they become frequent or conditional.

GIFTS OFFERED TO
VENDORS
Generally, we do not offer
gifts from present or potential
customers, vendors, suppliers,
contractors or partners. The
only permissible items of value
that can be offered to vendors
are appropriate healthcare
professional (HCP) business
courtesies.

DUAL EMPLOYMENT
As Spectrum employees
we do not engage in, direct,
manage or consult for a
business or businesses that
are vendors, suppliers or
customers of Spectrum,
without the express written
consent of the General
Counsel or the Chief
Compliance Officer.

BONA FIDE GOODS AND SERVICES ENGAGEMENTS
We select vendors based on credentials, qualifications and expertise directly related to the identified need. We also
ensure vendors are not a Debarred/Excluded person prior to entering into a contract.
We only offer a fair market value fee for service rate. We only pay for services rendered or goods delivered in
accordance with the applicable contractual obligations. We are committed to making use of the services rendered or
goods delivered.

PURCHASES FROM VENDORS THAT ARE ALSO CUSTOMERS
We take special caution to ensure the price paid by Spectrum does not exceed the fair market value of the Goods or
Services we will receive. We recognize any amount paid to a Customer in excess of fair market value could not only be
considered a possible kickback, but also might be viewed as an additional, but undisclosed, discount to the Customer,
thereby raising questions as to whether certain prices reported by Spectrum to the Government (e.g., Average Sales
Price (“ASP”), Average Manufacturer Price (“AMP”), Medicaid “Best Price,” etc.) were intentionally inflated. For this
reason, we find it imperative any proposed purchase from a Customer undergo a fair market value evaluation by
Spectrum prior to executing (signing) the purchase documents (e.g., quotation, proposal, Statement of Work, GPO
agreement, etc.).
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FOUNDATION AND CULTURE
MANAGEMENT ACCOUNTABILITY
As a leader at Spectrum you have a responsibility to set an example for your employees and act in a
manner that is consistent with the Code. You are expected to demonstrate the principles and ethics
defined in the Code, enforce an ethical mentality and create an environment that values decisions made
on principles and standards of ethics.

Below are guidelines to follow:
√

Act as a role model, demonstrate your own personal commitment to ethical behavior and
perform all duties with integrity. Stress the importance of delivering a quality product and
reflect that mantra in your day-to-day job.

√

Make fair and objective business decisions.

√

Ensure employees are aware of and are routinely trained on the Code, Company policies and
procedures, laws and regulations that govern Spectrum’s business activities.

√

Ensure employees know where to access the Code and Company policies and procedures.

√

Provide guidance to employees based on the Code and Company policies and procedures.

√

Empower employees to initiate change for the sake of quality improvement.

√

Create the right environment for each employee to understand how their daily activity impacts
the patient, and to embrace this responsibility

√

Avoid taking actions that undermine respect.

√

Create an environment where employees are comfortable speaking up without fear of
retaliation. Ensure employees know how to access the Compliance Helpline.

√

Promptly address any concern raised by an employee and if necessary, escalate the concern
as soon as possible.

√

Ensure corrective and preventive action is implemented in a timely manner.

√

Fully support investigations.

√

Recognize and reward ethical behavior.
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FOUNDATION AND CULTURE
BOARD OF DIRECTORS
We are committed to overseeing the
CEO and monitoring management’s
performance to ensure the Company
operates in an effective, efficient and
ethical manner.

AUDIT COMMITTEE OF THE
BOARD OF DIRECTORS
We are committed to assisting the
Board of Directors in its general
oversight of the company’s
accounting and financial reporting
processes, audits of the financial
statements, internal control and audit
functions.

CHIEF COMPLIANCE OFFICER
I am committed to managing
the creation, development,
implementation, operation,
monitoring and enforcement of the
Compliance and Ethics Program.

CHIEF LEGAL OFFICER

COMPLIANCE COMMITTEE

QUALITY COMMITTEE

I am committed to advising the
company on the legal and regulatory
risks and counseling management,
the Audit Committee of the Board of
Directors, and the Board of Directors
regarding applicable laws and
regulations that govern, relate to or
impact the company’s day-to-day
operations and strategy.

We are a sub-committee of the Audit
Committee of the Board of Directors
that is committed to evaluating
the effectiveness of the company’s
Compliance and Ethics Program
and related policies, procedures and
internal controls. We ensure they are
reasonably designed to comply with
applicable laws and regulations.

We are a sub-committee of the Audit
Committee of the Board of Directors
that is committed to evaluating
the effectiveness of the company’s
Quality System and related policies,
procedures and internal controls.
We ensure they are reasonably
designed to comply with applicable
laws and regulations.

FUNDING AND SUPPORT
REQUEST REVIEW
COMMITTEES

MATERIALS REVIEW
COMMITTEE

PRICING COMMITTEE

We are sub-committees of the
Compliance Committee that
are committed to reviewing and
approving funding and support
requests from outside organizations.

We are committed to reviewing
and approving all materials and
other items indented for distribution
or presentation to customers by
company employees or those acting
on behalf of the company.

We are committed to ensuring
appropriate coverage and
reimbursement of Spectrum
products and to negotiate and
review pricing, discounting and
contracting strategies for Spectrum
products.

PUBLICATION STEERING COMMITTEE
We are committed to reviewing and approving Spectrum sponsored clinical and scientific data prior to submission to a
publisher.

Spectrum Code of Business Conduct and Ethics

23

FOUNDATION AND CULTURE
THE NEVER LIST
√

We will NEVER let the goal of generating new knowledge via clinical studies take precedence over
the rights and interest of individual research subjects. We will NEVER jeopardize the rights, safety,
well-being, life, health, dignity, integrity, right to self-determination, privacy and confidential of personal
information of research subjects.

√

We will NEVER engage in clinical studies intended to familiarize clinicians with a new drug rather
than to collect scientifically important information. We will NEVER influence an investigator’s or site’s
professional judgment by a secondary interest, such as, including but not limited to, a potential
financial gain, career advancement, outside employment, personal considerations, gifts, or board
memberships. We will NEVER willfully compromise the integrity of scientific research, such as data
fabrication, data falsification including deceptive manipulation of images; and plagiarism.

√

We will NEVER compromise the quality system, production and process controls designed to ensure
the finished products have the identity, strength, quality and purity they purport or are represented to
possess.

√

We will NEVER knowingly employ, contract with, or conduct business with a Debarred/Excluded
Person or any other entity that is not in good standing.

√

We will NEVER condition Bona Fide Service Engagements (HCP/HCO and Non-HCP/HCO),
Funding and Support upon any explicit or implicit agreement or understanding to use, purchase,
order, refer, recommend, arrange, prescribe, provide formulary status for, or dispense any Spectrum
product. Bona Fide Service Engagements (HCP/HCO and Non-HCP/HCO), Funding and Support
may NEVER be used to reward past purchases or recommendations or encourage the potential
for future purchases or recommendations to use Spectrum products. We will NEVER enter into an
engagement with an external party without a contract that has been reviewed by Spectrum Legal and
fully executed by management with the appropriate signature authority. We will NEVER reimburse
travel and expenses that are not reasonable, necessary, or related to bona fide services provided.

√

We will NEVER offer, accept, facilitate, make, or approve bribes and other corrupt payments when
transacting Spectrum business, whether in the United States or abroad.

√

We will NEVER make false or misleading promotional claims, overstate efficacy, exaggerate the
benefits of a product, minimize safety, dismiss or minimize a contraindication, warning, precaution
or side effect, make unsubstantiated comparative or superiority claims. We will NEVER make
disparaging remarks about a competitor product. We will NEVER communicate efficacy and safety
regarding a drug prior to FDA approval.

√

We will NEVER proactively communicate off-label information (i.e., information concerning an
approved product that is not consistent with that product’s prescribing information or describes an
unapproved use) about Spectrum products with anyone outside of Spectrum, unless authorized
by the General Counsel or the Chief Compliance Officer. We will NEVER solicit medical information
requests regarding unapproved uses (off-label uses) of Spectrum products. We will NEVER allow
anybody to respond to unsolicited medical information requests regarding unapproved uses other
than an appropriately trained personnel from the Medical Affairs department.
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FOUNDATION AND CULTURE
√

We will NEVER provide HCPs with items of value without a significant or substantive discussions
related to business purpose: Spectrum Pharmaceuticals, Inc., Spectrum medicines, Spectrum’s
ongoing or future clinical studies or the safety of Spectrum’s medicines or investigational products.
We will NEVER prevent full transparency or disclosure of such transfers of value.

√

We will NEVER allow Sales Representatives to receive incentive compensation for engaging in
inappropriate promotion, sales and marketing practices.

√

We will NEVER disregard or disrespect P&T Committee requirements for independence as they must
make formulary placement decisions based on impartial assessments of a product’s safety, efficacy,
tolerability, and increasingly, cost-effectiveness, devoid of both actual and apparent conflicts of
interest.

√

We will NEVER disregard or disrespect the autonomy of PAOs and their independent and trusted
voice of patients. We will NEVER influence (directly or indirectly) or control over the PAO’s board
of directors, activities, operations, objectives, mission, advocacy positions, policy positions, or
educational content.

√

We will NEVER communicate (regardless of forum) any information regarding Spectrum that would
reveal trade secrets, confidential strategic business initiatives (e.g., a new secret product line,
acquisition or related Company secrets) or compromise Spectrum’s intellectual property rights in any
way. We will NEVER post proprietary information regarding Spectrum, its products and technologies
and other proprietary information not generally available to the public.

√

We will NEVER ignore or reject our duty of loyalty to Spectrum. We will NEVER allow our actions to
be motivated by considerations other than our duties to Spectrum, such as nepotism, self-dealing, or
maintaining a financial interest in a competitor.

√

We will NEVER transact in “Spectrum Securities” (which includes, among other things, Spectrum
common stock, preferred stock, futures, puts, calls, options, swaps, warrants, debt securities,
derivative securities relating to Spectrum securities, and any other rights to acquire or dispose of
Spectrum securities, whether or not issued by Spectrum): 1) while in possession of material nonpublic information; and/or 2) during “blackout” periods. In addition, we will NEVER disclose or “tip”
(i.e. communicating material non-public information to persons who might be expected to transact
while in possession of that information) to anyone, including family members, any material non-public
information about any company (or transacting in such company’s securities based on material nonpublic information about such company). We will NEVER post any material non-public information
regarding Spectrum or any other company on any internet message board or social media site at any
time.
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FOUNDATION AND CULTURE
√

Spectrum shall disrespect and not protect: 1)personal Information collected, processed, or maintained
by or on behalf of the Company, regardless of the form, format, location or use, in support of its
business operations, including, without limitation, human resources, clinical research and commercial
operations; 2) personal Information of colleagues, customers, patients, caregivers, business partner
and other individual with whom Spectrum has business interactions; 3) confidentiality, security,
integrity, unauthorized access and harm to individuals due to identify theft, fraud or any other act that
would violate an individual’s right to privacy. We will NEVER use Personal Information for marketing
purposes, including uses intended to promote, advertise or suggest the benefits or quality of any
Spectrum product or service, if the individual to whom the Personal Information pertains has not
consented to such use of the Personal Information, or has opted out of such use.

√

We will NEVER offer the federal government anything other than the lowest or “best price” available to
any entity.

√

We will never tolerate retaliation against an employee who, in good faith, seeks help or reports
known or suspected violations; including participating in an investigation or opposing any unlawful or
discriminatory practices.

√

We will never engage in espionage or in theft or misappropriation of trade secrets, regardless of the
beneficiary and regardless of the country and/or culture where collection of the information takes
place.

THE MIRROR TEST
When faced with an ethical dilemma, ask yourself the following questions:
•

Does your decision conflict with any of the core ethical values?

•

Think of someone whose moral judgment you respect. What would that person do?

•

How will your decision affect others?

•

Ask yourself: Are my actions legal?

•

Are there regulations, rules, or policies that restrict your choices/ actions?

•

Would your decision be perceived as unethical?

•

How would your decision look if it were reported on the news or in another public forum?

•

What would a reasonable person do? How would they perceive your decision?

•

Would you be proud of your choice if your child were to find out? Would you want them
to make the same choice?

•

Could you rationally and honestly defend your decision?

•

Will you sleep soundly tonight?
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ACCURATE RECORDS,
CONFIDENTIALITY AND
FINANCIALS
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ACCURATE RECORDS, CONFIDENTIALITY AND
FINANCIALS
This section addresses the requirements to maintain
accurate records, confidentiality and financials regarding the
management of the company and to maintain and safeguard
investor confidence.
Spectrum is committed to provide full, accurate and timely
financial and other disclosures to the public and regulatory
authorities (including local and foreign governments).
All of Spectrum’s books, records and accounts must fully and
accurately and truthfully reflect all company transactions.
ACCURATE RECORD KEEPING
All official Company records must be complete and reliable in
all material respects. Company records can include sales and booking information, payroll, timecards,
travel and expense reports, accounting and financial data, measurement and performance records,
and other official records maintained in the ordinary course of our business. Undisclosed or unrecorded
Company transactions, payments or receipts are inconsistent with our business practices and are
prohibited. In addition, certain Company records must be retained as required by law, rule or regulation.
The Company maintains document retention practices that each employee, as applicable, must follow
with respect to Company records within such employee’s control.
Accuracy of Financial Reports And Other Public Communications
As a public company we are subject to various securities laws, regulations and reporting obligations.
Both federal law and our policies require the prompt disclosure of accurate and complete material
information regarding the Company’s business, financial condition and results of operations. Inaccurate,
incomplete or untimely reporting of such information will not be tolerated and can severely damage the
Company and cause legal liability. The Company’s principal financial officers and other employees working
in the accounting function have a special responsibility to ensure that all of our financial disclosures
are complete, fair, accurate, timely and understandable. These employees must strive to ensure the
Company’s financial reporting complies with generally accepted accounting principles and all applicable
standards, laws and regulations for accounting and financial reporting of transactions, estimates and
forecasts.
EMPLOYEE OBLIGATIONS
Each Employee is required to read and sign the Company’s Employee Obligations Agreement
(“Obligations Agreement”) at the time of hire and to comply with the Obligations Agreement during and
after their term of employment with the Company.
At the start of employment with the Company, all Employees will be provided with and required to sign
documents concerning the Company’s expectations of them in the areas of conduct and ethical behavior.
Employees who have questions regarding these documents or the corresponding policies should review
these documents with Human Resources or Compliance.
In addition, each Employee is required to comply with the following requirements regarding confidentiality
and other obligations to the company.
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ACCURATE RECORDS, CONFIDENTIALITY AND
FINANCIALS
Confidential Information/Trade Secrets
All records and files of the Company are the property of the Company and considered confidential.
“Confidential Information” means confidential and proprietary information of the Company, whether
in written, oral, electronic or other form, including but not limited to: inventions, ideas, research and
development, processes, formulas, data, programs, any and all works of authorship, know-how and
improvement, financial data; sales and/or marketing information; customer names and addresses and
their buying habits and special needs; customers’ and their employees’ personal and financial data; data
regarding potential customers and patrons; pricing and/or hourly rates; bidding and cost information;
confidential personnel information relating to other Employees (excluding information Employees may
choose to disclose about themselves); product data; supplier data; business plans; budgets; marketing
data; information regarding the skills and compensation of Employees; data concerning methods,
forms and contracts used by the Company; and any documents generated by the Company or by any
Employee in the course of their employment. Trade Secrets (as defined by the Uniform Trade Secret
Act) include the categories of information and/or documents defined above as Confidential Information
provided that those documents and/or information is not generally known to the public and that the
Company makes reasonable efforts to maintain their secrecy. Reasonable efforts to maintain the secrecy
of trade secrets can include signing a non-disclosure agreement, such as the Employee Obligations
Agreement that each Employee in contact with Trade Secrets is required to sign.
Employees are prohibited from copying or disclosing any file or record other than the copying of files or
records that are within the scope of employees’ daily responsibilities. As an Employee of the Company,
an Employee may not disclose any Confidential Information or Trade Secret information of the Company
to any other person during or following employment with the Company. Employees may not make use of
any confidential or trade secret information of the Company for their personal benefit or for the benefit of
any person, organization, company, corporation, partnership or entity other than the Company under any
circumstance during or after their employment. Employees may not, either during or after the term of their
relationship with the Company, utilize any Confidential Information, Trade Secret, or any other information
concerning the Company or its actual or proposed business or operations in any manner or for any
purpose which is directly or indirectly competitive with the Company and its business or operations.
To avoid unauthorized disclosure of Confidential Information, all inquiries by telephone, mail, or other
requests for information about current or former Employees or any information about the Company’s
business should be immediately directed to the Investor Relations, the Vice President of Finance or the
President of the Company.
Inventions
Anything patentable, including but not limited to a product, process, method, composition, or business
methods that an Employee invents while employed by the Company using Company facilities, supplies or
other Company resources that incorporates or is based upon any Confidential Information. Trade Secret
of the Company will become the property of the Company. This requirement applies whether the invention
was invented by the Employee alone or with others. Any such invention may be designated by the
Company as Confidential Information or a Trade Secret and the Employee will be required to assign rights
to that invention to the Company. This requirement does not include any invention made by an Employee
on their own time that was developed without using Company resources.
See the Employee Obligations Agreement for terms and conditions regarding inventions and Confidential
Information.
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ACCURATE RECORDS, CONFIDENTIALITY AND
FINANCIALS
Destruction of Confidential Personal Information
The Company is committed to using, maintaining, storing and disposing of personal information in its
custody in a secure manner to prevent illegal identity theft of information and to comply with the legal
disposal requirements for such information. In the course of performing job duties, an Employee may
have access to Confidential Personal Information about the Company’s Employees, customers, vendors,
suppliers, contract service providers, or employees of customers, vendors, or suppliers that have
engaged in a business relationship with the Company. “Confidential Personal Information” includes, but is
not limited to, data that reveals identity, phone, fax or cell numbers; address, post office box or location;
compensation and earnings; banking information such as accounts at financial institutions, credit card
numbers, financial history, credit history and rating; personal health information, insurance information;
information relating to child support, alimony and/or garnishments; and other, similar information.
The Company requires that all Confidential Personal Information be maintained and used only for its
intended purpose(s) strictly related to the conduct of Company business. Under no circumstances
are Employees permitted to access, copy, disclose or otherwise use Confidential Personal Information
of other persons to benefit themselves or to access, copy, disclose or otherwise provide Confidential
Personal Information to others for any illegal or unauthorized purpose.
Employees who are required to dispose of Confidential Personal Information must do so by shredding it
or placing it in a designated, locked container for shredding (or burning), and to destroy (or securely place
where designated for destruction) all media, including electronic media, with such information.
DOCUMENT PREPARATION
Correspondence and documents should be error-free and neatly prepared. Care shown in preparation of
correspondence and documents reflects attention to accuracy and detail. Even simple errors could cause
unnecessary inconvenience, irritation and potential loss of business.
The Company has a formal document retention policy that each Employee must follow with respect to
Company records within such Employee’s control.
INSIDER TRADING
The Company has an established corporate policy on prohibition of insider trading, which among other
matters, prohibits employees from trading in the Company’s stock, or tipping others, based on insider
information and establishes procedures regarding trading during blackout periods.
PERSONNEL RECORDS
Employee personnel files are considered confidential property of the Company. To ensure information
in personnel files is current, Employees must notify Human Resources and the Payroll Administrator
whenever they have a change in data such as address, phone number or emergency contact. The
Company will provide employees with a copy of their personnel files upon request, as required by law.
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INFORMATION
TECHNOLOGY
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INFORMATION TECHNOLOGY
This section addresses respect for and use of Spectrum’s information technology, including but not
limited to computer hardware and software, e-mail, voicemail, and internet connections.
All information temporarily or permanently stored or transmitted with the aid of company provided
information technology is the sole and exclusive property of Spectrum.
Spectrum reserves the right to access, copy and use any information stored on company equipment or
equipment used to conduct company business in any manner it deems appropriate.
INFORMATION TECHNOLOGY USE
Employees are provided computers or access to computers for job-related purposes only. The
computers, as well as all information temporarily or permanently stored or transmitted with the aid of
the computers, remain the sole and exclusive property of the Company. The Company has the right
to access, copy and use any information stored on Company equipment in any manner it deems
appropriate. Employees should not assume any expectation of privacy to any information that is
temporarily or permanently stored on any computer or device belonging to the Company or any computer
or device used for Company business. The Company may access and review all files and records on
computers, including similar electronic equipment used to create, edit or store data provided by the
Company at any time and without notice.
E-mail, voicemail systems, Internet connections, computer software and hardware are maintained by the
Company in order to facilitate business. All messages composed, sent, received or stored through these
systems or connections are the property of the Company.
Messages on voicemail and e-mail systems are to be accessed only by the intended recipient. Any
attempt by persons other than the intended to access messages on voicemail, and/or e-mail will
constitute a serious violation of this Code. However, the Company reserves the right to access and
monitor messages on any system at any time. Voicemail and e-mail systems are to be used by
Employees in conducting the business of the Company and are not for Employees’ personal use. The
Company understands that on occasion immediate family members may need to leave voicemail or
e-mail messages for an Employee, and the Company is willing to accommodate such personal use of
the system to a limited degree. However, personal use of the voicemail and e-mail systems that interferes
with an Employee’s work performance will not be tolerated.
Employees should be aware that even when a file on the computer or a voicemail or e-mail message
has been erased, it might still be possible to retrieve the file from a backup system. Employees should
not assume that an erased or deleted file or message will remain private. Employees must have no
expectation of privacy regarding any information or data created on, or transmitted over, the Company’s
voicemail, e-mail, intranet or internet systems. The Company reserves the right to access and monitor an
Employee’s voicemail and e-mail messages, both outgoing and incoming, at any time. The existence of a
password on either system does not indicate that messages will remain private, and passwords must be
made known to the Company by all Employees.
Computer software is protected by copyright law. It is the intention of the Company to comply with all
computer software copyright laws. The law states, “It is illegal to make or distribute copies of copyrighted
material without authorization”. The law only provides for copies to be made of computer software
when it relates to archiving or backing-up computer systems and networks or with permission of the
manufacturer. It is a federal crime to duplicate software without permission from the manufacturer.
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Employees are expected to:
•

Comply with all computer software copyright laws;

•

Refrain from copying or distributing copies of computer software that has been licensed to the
Company except in the case of archiving or backup of existing software, data and configurations
unless approved by the President of the Company;

•

Notify a supervisor or other management official immediately upon learning of any misuse of
software or related documentation;

•

Refrain from installing unauthorized software or software that has not been approved for
installation by the Company on any equipment owned or operated by the Company;

•

Use the computer equipment, software and Internet service for business purposes only and not
for personal use unless permitted by their supervisor;

•

Store only Company files and records on the Company computers. No personal information or
personal advertising, soliciting or blogging is permitted without approval from the Chief Information
Officer (CIO);

•

Pay any fines, penalties or damages assessed against the Company for any of the abovementioned or related computer software abuses that are deemed to be attributable to an
Employee.

Employees must refrain from using Company computers or its Internet service for any improper purpose.
Some specific examples of prohibited Internet use include:
•

Excessive use for personal reasons. Personal reasons may include chatting on-line, instant
messaging, surfing, shopping, participating in on-line auctions, monitoring sports scores,
day trading, viewing social media and social networking websites including but not limited to
Facebook, Instagram and LinkedIn, and other similar activities;

•

Visiting or accessing websites inappropriate for a business environment, including gambling,
gaming and sexually explicit websites;

•

The Company’s prohibition against unlawful harassment, including sexual harassment, extends
to the use of computers, the Internet and any component of the communications systems.
Employees should not use any electronic communications device in a manner that would violate
that prohibition. Employees may not communicate messages that would constitute sexual
harassment, may not use sexually suggestive screen savers, and may not receive or transmit
pornographic, obscene or sexually offensive material or information including transmitting,
retrieving, downloading, or storing messages or images that are offensive, derogatory, defamatory,
off-color, sexual in content, or otherwise inappropriate in a business environment;

•

Excessive downloading or storage of songs, pictures or movies unrelated to Company business;

•

Making threatening or harassing statements to another Employee or to a vendor, customer or
other outside party;

•

Transmitting, retrieving, downloading, or storing messages or images relating to race, religion,
color, sex, marital status, national origin, citizenship status, age, disability, sexual orientation, or
any other status protected under federal, state and local laws;
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•

Sending or receiving confidential or copyrighted materials without prior authorization;

•

Soliciting personal business opportunities, personal blogging or personal advertising;

•

Stealing, using or disclosing another Employee’s code or password without authorization or
attempting to break into the computer system of another organization or person;

•

Engaging in unauthorized transactions that may incur a cost to the Company or initiate unwanted
Internet services and transmissions;

•

Using the Company’s time and resources for personal gain.

BRING YOUR OWN DEVICE (CELL PHONES AND TABLETS)
Note: Unless specifically authorized, personally owned computers are not an acceptable for business use.
The Company grants its employees the privilege of purchasing and using smartphones and tablets of
their choosing at work for their convenience. The Company reserves the right to revoke this privilege if
users do not abide by the requirements outlined below.
This requirement is intended to protect the security and integrity of Company data and technology
infrastructure. Limited exceptions to the requirement may occur due to variations in devices and
platforms.
Spectrum Pharmaceuticals, Inc. reserves the right to its intellectual property, which includes documents,
email, and phone contact information. The Company has the right to and the ability to block and/or
erase any device connected to Company systems. Whether or not your device is a personal or company
owned mobile phone/smartphone/ tablet, accessing Company e-mail, documents, or other information
will enable the Company to determine when these devices are connected to our systems. In the event of
separation from the organization, either through loss of device, resignation, or termination, the Company
will attempt to disconnect its systems from your device and remove data associated with the company. If
this attempt is not successful, we reserve the right to perform a remote wipe and lockout of the device.
What does this mean?:
• If you have a Spectrum Pharmaceuticals, Inc. owned smartphone or tablet, connection of the
device to Company systems can be determined and the device will be erased.
•

If you have a personal smartphone or tablet connected to a Company email account,
connection of the device to Company systems can be determined and the connection to the
Company system will be removed along with associated data.

•

If your connection to the Company systems cannot be successfully removed, your device
will be erased. Your contacts, photos, documents, and other information will be rendered
unrecoverable.

•

If you plan on using your own device to connect to Company servers or have personal
items stored on a Company device, you should back these items up to your own personal
computer.
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•

The Company only has the ability to modify our server connections and erase your device.
We do not have access to your personal email accounts, photos, social networking
accounts, etc. stored on your mobile device.

•

The Company does not use GPS tracking.

•

In order to prevent unauthorized access, devices must be password protected using the
features of the device and a strong password is required to access the company network.

•

The company’s strong password requirement is: Passwords must be at least four characters,
numbers, or symbols.

•

The device must lock itself with a password or PIN if it’s idle for five minutes.

•

After ten failed login attempts, the device will lock and/or erase depending upon the device
model. Contact IT to regain access.

Spectrum Pharmaceuticals, Inc. employees must agree to the terms and conditions set forth in this Code
in order to be able to connect their devices to the company network. Employees of the Company who
violate any of these requirements will be subject to disciplinary action, up to and including termination.
COMPANY INTRANET
The Company maintains an intranet as an important source of information. The intranet is to be used
solely to post information approved by the Company regarding Company policies, governmental
regulations, and other matters of concern to all Employees and related to the Employees’ employment
by the Company. Employees should develop a habit of checking the intranet regularly so that every
Employee is familiar with the information posted there. Information may not be placed on the intranet
without appropriate Company approval.
SOCIAL MEDIA
Social Media are digital technologies and
practices that enable people to share
communications with a public audience. Some
examples of Social Media include Company
Intranet, Facebook, Twitter, YouTube, Wikipedia,
personal blogs, and discussion boards. Social
Media includes both internal Social Media
viewable by only Company audiences and
external Social Media visible to third parties.
All Social Media activities must be performed
in compliance with all applicable Company
policies and procedures, including those in this
Code (i.e., Confidentiality, Computer Use, and
Harassment).
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These requirements apply to Employees and extends to all parties affiliated with Company, through
contract (“Affiliates”). Employees and Affiliates must follow the requirements below when using all
Company owned and/or maintained equipment (including email addresses), or when referencing
Company’s interests (business, products, people, colleagues and former colleagues, work, policies,
research, relationships, competitors, etc.): Ultimately, you are solely responsible for what you post
online. Before creating online content, consider some of the risks and rewards that are involved. Keep
in mind that any of your conduct that adversely affects your job performance, the performance of fellow
associates or otherwise adversely affects members, customers, suppliers, people who work on behalf of
Spectrum or Spectrum’s legitimate business interests may result in disciplinary action up to and including
termination. No part of this or any Company policy is intended to restrict an Employee’s rights under
Section 7 of the National Labor Relations Act.
Do not communicate (regardless of forum) any information regarding the Company that would reveal
trade secrets, confidential strategic business initiatives (e.g., a new secret product line, acquisition or
related Company secrets) or compromise the Company’s intellectual property rights in any way.
Only Investor Relations or the Media Department are permitted to post company-sponsored
communications (about Spectrum) on company-sponsored social media accounts. Such
communications must:
•

Consist of content approved by the Spectrum Materials Review Committee (MRC).

•

Be communicated only by authorized and select Spectrum employees, with oversight by the
Investor Relations or Media Department.

•

Be communicated via only social media accounts owned, controlled, created, influenced or
operated by, or on behalf of Spectrum (i.e., Company-Sponsored Social Media Accounts).

•

If the account has capabilities for the public to engage in interactive exchange of information
with Spectrum, include ongoing monitoring for reports of adverse events, technical product
complaints, and corresponding reporting in accordance with Spectrum’s safety reporting
processes.

•

Include proper and required record retention, review, supervision and procedures mandated under
regulatory obligations.

Personal communications (about Spectrum) on personal social media accounts:
•

May link to Company-Sponsored Communications conveyed via Company-Sponsored Social
Media Accounts, the company website (www.sppirx.com) or other Spectrum websites, provided
you have identified yourself as a Company employee.

•

May address terms and conditions of employment protected by Section 7 of the National Labor
Relations Act or any other applicable federal or state law, such as wages, hours, benefits, and
working conditions.

•

Must be devoid of non-MRC approved content regarding Spectrum products or any information
that may divulge confidential information or disparage the company and/or its employees.
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This section addresses how new employees get acclimated to their new role in the Company.
AT WILL EMPLOYMENT
Nothing in this document creates or is intended to create a promise or representation of continued
employment. Employment at the Company is employment at will and may be terminated at the will
of either the Employee or the Company. An Employee has the right to terminate employment at any
time, with or without cause or notice, and the Company has a similar right. An Employees status as an
at will Employee may not be changed except in writing and such writing must be signed by the CEO
of the Company and the Employee. Employment at will is the sole and entire agreement between the
Company and its Employees concerning the duration of employment and the circumstances under which
employment may be terminated. This Code supersedes any and all prior Codes, written documents, or
oral representations concerning Company Policies and practices, issued by the Company, that contradict
the at will nature of employment.
EQUAL EMPLOYMENT OPPORTUNITY
The Company is committed to providing equal
employment opportunities to all Employees and
applicants without regard to race, religion, gender,
gender identity, sexual orientation, national origin,
ancestry, citizenship status, uniform service member
status, marital status, pregnancy, age, protected
medical condition, disability or any other protected
status in accordance with all applicable federal, state
and local laws.
This commitment extends to all aspects of the
Company’s employment practices, including but
not limited to, recruiting, hiring, firing, promoting,
transferring, compensation, benefits, training, leaves of
absence, and other terms and conditions of employment.
The Company is also committed to complying with the laws protecting qualified individuals with
disabilities. The Company will provide a reasonable accommodation for any known physical or mental
disability of a qualified individual with a disability to the extent required by law, provided the requested
accommodation does not create an undue hardship for the Company and/or does not pose a direct
threat to the health or safety of others in the workplace and/ or to the individual.
If an Employee requires an accommodation to perform the essential functions of their job, the Employee
must notify Human Resources. Once the Company is aware of the need for an accommodation, the
Company will engage in an interactive process to identify possible accommodations that will enable the
Employee to perform the essential functions of the job.
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INTRODUCTORY PERIOD
For every new Employee, the first three (3) months of Full-Time employment is an Introductory Period.
During this time, Employees are expected to learn about the Company, their job, and their new
surroundings.
During this introductory period, the Employee’s job performance, attendance, attitude and overall interest
in their job will be observed by their supervisor. Throughout the Introductory Period, the Company will
assess the individual’s suitability as an Employee. Employees who fail to demonstrate the commitment,
performance and attitude expected by the Company may be terminated. Completion of the Introductory
Period does not change or alter the at will employment relationship. Employees continue to have the
right to terminate their employment at any time, with or without cause or notice, and the Company has a
similar right.
For reasons identified by management, the Company may choose to extend an Employee’s Introductory
Period as necessary to give the Employee a further opportunity to demonstrate their ability to perform
their job. If an Employee’s Introductory Period is extended, the Employee will be notified.
PROOF OF RIGHT TO WORK
Under federal law, all new Employees must produce original documentation establishing their identity and
right to work in the United States, and complete INS Form I-9, providing proof that they have a right to
work in the United States. New hires may establish their identity and right to work in the United States by:
1. Providing documentation that establishes both their identity and employment authorization (List A
documents on the I-9 form), or;
2. Providing documentation that separately establishes their identity (List B documents on the I-9
form) and their employment authorization (List C documents on the I-9 form).
Documentation must be produced within three (3) business days of hire, or on the first day of
employment if the period of employment is anticipated to be less than three (3) business days. Required
documentation must be presented to Human Resources, which will be responsible for processing the
documents.
Employees who are re-hired must provide acceptable documentation according to the version of the I-9
form that is in effect at the time of re-hire. Employees who presented documentation that has expired
or is about to expire must provide proper documentation according to the applicable the I-9 form at the
time of re-verification. Additionally, re-hired Employees and Employees subject to re-verification may also
be required to complete a new I-9 form if the I-9 form previously completed is no longer accepted by the
United States government.
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DRESS CODE
Our dress code policy outlines how we expect
our employees to dress at work. Employees
should note that their appearance matters
when representing our company in front of
clients, visitors or other parties. An employee’s
appearance can create a positive or negative
impression that reflects on our company and
culture. Our company’s official dress code is
Relaxed Professional.
Appropriate business casual dress typically
includes Clean appropriate fitting jeans, slacks
or khakis, dress shirt or blouse, open-collar or
polo shirt, optional tie or seasonal sport coat, a
dress or skirt at knee-length or below, a tailored
blazer, knit sweater, and loafers or dress shoes
that cover all or most of the foot.
We may change our dress code in special cases. For example, we may require employees to wear
Professional or semi-formal attire for an event. Then, both male and female employees should wear
profession clothing and appropriate shoes. Our company may recognize Casual Friday when employees
can wear more casual clothing like t-shirts, sport jerseys, and sneakers. This won’t apply if employees are
meeting with clients, partners and other external parties.
An employee’s position may determine their dress code. If employees frequently meet with clients or
prospects, they should conform to a business dress code.
Policy elements:
These dress code rules always apply:
•

All employees must be clean and well-groomed. Grooming styles dictated by religion and ethnicity
are not restricted.

•

All clothes must be work-appropriate and must project respect to the working environment.

•

All clothes must be clean and in good shape. Discernible rips, tears or holes are not allowed.

•

Distracting, low-cut and revealing clothing should be avoided. Undergarments should not be
visible.

Our goal is to provide a workplace environment that is comfortable and inclusive for all employees. We
expect that your business attire, although casual, will exhibit common sense and professionalism.
Employees are expected to demonstrate good judgment and professional taste. Courtesy towards
coworkers and your professional image to coworkers are the factors you need to use to assess whether
you are dressing in business attire that is appropriate.
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Please review the following guidelines to define appropriate workplace attire:
For Women:
•

Colored shirts and blouses. Choose solid colors, or muted patterns like stripes or checks.
Avoid low-cut, sleeveless tops and/or sheer fabrics.

•

Slacks, khakis, jeans, skirts and dresses. Avoid exercise wear, beachwear, leggings,
sweatpants and/or excessively short garments.

•

Shoes may be comfortable flats and loafers, as well as pumps, but should remain closedtoe. Can be any color. No sneakers.

For Men:
•

Button-up or collared shirts in any color. Conservative patterns such as checks or stripes
are acceptable too, worn with or without a tie. Avoid t-shirts, sweatshirts, and tank tops.

•

Pullovers and sweaters worn over collared shirt. Choose solid, striped, or another
conservatively patterned sweater.

•

Slacks, pressed khakis or jeans, worn with or without a sports jacket. Avoid exercise wear,
beachwear, sweat pants, and shorts.

•

Shoes can be oxfords, loafers, or another comfortable yet dressy choice, in brown or black.
No sneakers.
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This section addresses general employment requirements such as work hours, employment
classifications and attendance.
TYPES OF EMPLOYEES
Full-Time Employees: Employees regularly scheduled to work 32 or more hours per week.
Part-Time Employees: Employees regularly scheduled to work fewer than 32 hours per week.
Temporary Employees: Employees working special projects on an as needed basis, either full or
part-time.
Hourly Employees: Employees working at an hourly rate of pay, eligible for overtime pay (non-exempt).
Salaried Employees: Employees working at an annual rate of pay, not eligible for overtime pay (exempt).
STANDARD OFFICE HOURS AND WORKWEEKS
Monday through Friday, 8:00 a.m. to 5:00 p.m. PST.
The workweek begins on Monday at 12:00 a.m. and ends on Sunday at 11:59 p.m. The workday begins
at 12:00 a.m. and ends at 11:59 p.m. The Company allows Employees some flexibility in determining
their schedules with their supervisor’s approval. Nonetheless, should business dictate i.e., prescheduled
meetings during normal working hours, 8 a.m. to 5 p.m., Employees working outside the normal work
schedule are required to adjust their schedule to meet Company business needs.
For information about overtime, meal and rest breaks that may affect an employee’s compensation refer
to the relevant sections of this document.
OVERTIME, TIMEKEEPING PROCEDURES AND OTHER
RECORDS
The Company may periodically require overtime or weekend
work in order to meet business or production needs. As
much advance notice as possible will be given to scheduled
Employees. Employees will be expected to work scheduled
overtime unless otherwise excused by their supervisor. All
overtime work performed by Non-Exempt Employees must
be pre-approved by the Employee’s supervisor. Non-Exempt
Employees working unapproved overtime may be disciplined,
up to and including termination.
Employees are required to accurately record their working
hours and designated project codes in the timekeeping
system designated by the Company. Each Employee is
responsible for the accuracy of time reported and any other
records for which they are responsible.
Overtime pay rates shall be determined by the thenapplicable law.
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MEAL BREAKS AND REST PERIODS
The Company has chosen to adopt the standard meal break rules set forth in California law, which
requires that a minimum 30-minute meal break must be provided for every work period of more than five
(5) hours. Depending on the Employee’s individual schedule, the Company allows Employees either a
30-minute meal break or 60-minute meal break each workday. A minimum 30-minute meal break must
be taken each day by Employees working five (5) or more hours per shift, unless six (6) hours completes
the shift and the Employee waives their meal break in writing. Non-Exempt Employees may not, under
any circumstances, skip a meal break when working six (6) or more hours in a day. The meal break should
be taken at a location separate from the Employee’s desk or work area.
Unless approved by the Employee’s supervisor, a meal break may only be taken at the Employee’s
regularly-scheduled meal break time. A meal break may not be skipped in order to accommodate a late
arrival or early departure from an Employee’s normal workday. Non-Exempt Employees must accurately
record all meal breaks taken using a timesheet, time clock or other timekeeping method used by the
Company.
Exempt Employees are eligible for meal and rest breaks each workday. They are not required to clock
out and in for meal breaks or otherwise record information about breaks taken. Exempt Employees
are expected to use good judgment as to the timing and length of these breaks so that their job
responsibilities are performed in a timely manner.
Rest breaks of ten (10) cumulative minutes are provided for each four (4) hours worked, or major fraction
of 4 hours, and should occur as near as possible to the middle of the work period. Rest breaks may not
be skipped in order to accommodate a late arrival or early departure from an Employee’s normal workday.
Smoking breaks need to be taken during a meal or rest break and must be taken off Company premises,
see the “Smoking” section below. Upon request, reasonable accommodations, including privacy and
increased break time, will be made to accommodate lactating Employees.
TARDINESS, ATTENDANCE AND ABSENTEEISM
Employees are required to personally and promptly report absences or tardiness to their supervisor of
their primary office location, as soon as they are aware that they will not be able to report to work on
time, but no later than the time they are scheduled to start work. Failure to report an absence or tardiness
prior to the occurrence of the absence or tardiness may result in disciplinary action up to and including
termination.
Employees who need to leave during their regularly scheduled work hours for any reason other than a
meal break or work assignment must speak with their supervisor before leaving the premises. For NonExempt Employees, the absence must be recorded and signed off by their supervisor on the Employee’s
time record.
If an Employee is absent without notification, the supervisor must notify Human Resources within 1
business day of the absence, if it is determined by HR that the employee has voluntarily resigned, the
Employee’s last day worked is the date of separation. Failure to return from an approved leave of absence
may result in separation from the company depending on the individual circumstances assessed by
Human Resources.
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This section addresses conduct or behavior-related expectations with respect to employment and labor.
Spectrum is committed to a safe workplace that respects personal dignity and individual worth.
ANTI-DISCRIMINATION
At Spectrum we do discriminate against any individual in hiring, compensation, access to training,
promotion, termination and/or retirement based on age, disability, ethnicity, gender, marital status, national
origin, political affiliation, race, religion, sexual orientation, gender identity or expression, , pregnancy,
veteran status or any other status protected by country law.
ANTI-HARASSMENT
Spectrum is committed to a workplace free of
harassment and physical discipline or abuse.
We do not condone threatening individuals,
or subjecting them to, harsh or inhumane
treatment, including but not limited to verbal
abuse and harassment, psychological
harassment, mental and physical coercion,
sexual harassment, or any other forms of
intimidation.
The Company is committed to providing a
work environment that is free of unlawful
harassment. In furtherance of this
commitment, the Company strictly prohibits all
forms of unlawful harassment, which includes
harassment on the basis of race, religion,
color, gender, actual or perceived gender
identity, sexual orientation, national origin,
ancestry, citizenship status, uniformed service
member status, marital status, pregnancy,
age, protected medical condition, disability
or association with a person in a protected
category, or any other category protected by
applicable state or federal law.
The Company’s prohibition against harassment applies to all Employees of the Company. The Company
prohibits managers, supervisors and Employees from harassing co-workers as well as the Company’s
customers, vendors, suppliers, independent contractors and others doing business with the Company. In
addition, the Company prohibits its customers, vendors, suppliers, independent contractors and others
doing business with the Company from harassing Employees.
Violation of this prohibition will subject an Employee to disciplinary action, up to and including immediate
termination. Additionally, under federal and state laws, employees may be held personally liable for
harassing conduct.
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Examples of Prohibited Sexual Harassment:
Sexual harassment includes a broad spectrum of conduct including harassment based on gender,
transgender and sexual orientation (meaning one’s heterosexuality, homosexuality, or bisexuality). By way
of illustration only, and not limitation, some examples of unlawful and unacceptable behavior include:
•

unwanted sexual advances;

•

offering an employment benefit (such as a raise or promotion or assistance with one’s career)
in exchange for sexual favors, or threatening an employment detriment (such as termination,
demotion, or disciplinary action) for an Employee’s failure to engage in sexual activity;

•

visual conduct, such as leering, making sexual gestures, displaying sexually suggestive objects or
pictures, cartoons or posters, or transmitting or downloading sexually-related websites or e-mails;

•

verbal sexual advances, propositions, requests or comments;

•

verbal abuse of a sexual nature, graphic verbal commentaries about an individual’s body,
sexually degrading words used to describe an individual, suggestive or obscene letters, notes or
invitations, including those made by email, voice-mail or blogging;

•

physical conduct, such as touching, assault, impeding or blocking movement;

•

physical or verbal abuse concerning an individual’s actual sex or one’s perception of the
individual’s sex;

•

verbal abuse concerning a person’s characteristics such as vocal pitch, facial hair or the size
or shape of a person’s body, including remarks that a man is too feminine or a woman is too
masculine.

Further Examples of What Constitutes Prohibited Harassment:
In addition to the above listed conduct, the Company strictly prohibits harassment concerning race, color,
religion, national origin, age, disability or other protected characteristic. By way of illustration only, and not
limitation, prohibited harassment concerning race, color, religion, national origin, age, disability or other
protected characteristic includes:
•

slurs, epithets, and any other offensive remarks;

•

jokes, whether written, verbal, or electronic;

•

threats, intimidation, and other menacing behavior;

•

other verbal, graphic, or physical conduct; and

•

other conduct predicated upon one or more of the protected categories identified in this Code.

Employees with questions about what constitutes harassing behavior should ask their supervisor or
another member of management.
Harassment of customers, or employees of customers, vendors, suppliers or independent contractors
by Employees is also strictly prohibited. Such harassment includes the types of behavior specified in this
Code, including sexual advances, verbal or physical conduct of a sexual nature, sexual comments and
gender-based insults. Any such harassment will subject an Employee to disciplinary action, up to and
including immediate termination.
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Harassment may also occur towards Employees that have not experienced any of the above described
behaviors. Sexual favoritism may occur when a subordinate Employee receives preferential treatment
in exchange for sexual favors. Such preferential treatment could include actions such as higher
compensation, promotion or other benefits of a favored Employee or avoidance of an employment
detriment. Sexual favoritism occurs when the treatment results solely from the Employee providing sexual
favors to the decision maker and is unrelated to the Employee’s ability to perform the responsibilities of
the job.
What Employees Should Do If They Feel They Are Or Have Been Harassed:
Employees who feel that another Employee, supervisor, manager or third party doing business
with the Company is harassing them should immediately contact Human Resources or a member
of management with whom the Employee feels comfortable. In addition, Employees who observe
harassment by another Employee, supervisor, manager or non-employee are to report the incident
immediately to Human Resources Department or a member of management with whom the
Employee feels comfortable.
It is the responsibility of the employee’s supervisor/manager to properly escalate all formal
complaints to the appropriate Human Resources Executive or the Chief Legal Officer, who will lead
an investigation into the complaint.
Employee notification of the problem is essential to the Company. The Company cannot help
resolve a harassment problem unless the Company knows about it. Therefore, it is the Employee’s
responsibility to bring concerns and/ or problems to the Company’s attention so that the Company
can take whatever steps are necessary to address the situation. The Company takes all complaints
of unlawful harassment seriously and will not penalize or retaliate against an Employee in any way
for reporting a harassment problem in good faith. All complaints of unlawful harassment reported
to management will be investigated by Human Resources as promptly as possible and corrective
action will be taken where warranted. Appropriate action will also be taken in response to violation
of this Code by any non-employee.
The Company prohibits Employees from hindering internal investigations and the internal complaint
procedure. Prohibited conduct of this nature includes making threats against persons being
interviewed in an investigation and attempting to induce persons being interviewed to provide false
or misleading information or to withhold material information. All complaints of unlawful harassment
reported to management will be treated with as much confidentiality as possible, consistent with
the need to conduct an adequate investigation.
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Legal Rights and Remedies:
Federal and state laws prohibit harassment and discrimination based on gender. Other protected
characteristics include race, religious creed, color, national origin, ancestry, physical disability, mental
disability, medical condition, genetic information, marital status, gender, gender identity, gender
expression, age, or sexual orientation. U.S. employees may file complaints about sexual harassment or
other unlawful employment discrimination with the U.S. Equal Employment Opportunity Commission
(EEOC).
The EEOC is authorized to accept and investigate complaints of employment discrimination, and to
mediate settlements. The California Fair Employment and Housing Commission has authority to issue
accusations against employers, conduct formal hearings, and award reinstatement, back pay, damages,
and other affirmative relief. State and federal law also prohibit retaliation against employees because they
have filed a complaint with the EEOC, participated in an investigation, proceeding, or hearing with either
agency, or opposed any unlawful discriminatory practice.
Personal Behavior Requirement:
In addition to the Company’s prohibition against harassment, the Company maintains a Personal Behavior
requirement. This requirement is directed toward conduct that may not otherwise fall within the legal
definition of harassment or may have been welcomed by all of the parties involved, but which nonetheless
projects image problems for the Company and may lead to further problems in the future. All employees
and contracted service providers must conduct themselves in a professional manner. Unprofessional
behavior in the workplace, such as sexually related conversations, inappropriate touching of another
Employee, customer, vendor, supplier or any other service provider and any other behavior of a sexual
nature is prohibited.
Employees of the Company who violate any of these requirements/prohibitions or fail to observe these
standards will be subject to disciplinary action, up to and including termination. Contracted service
providers who fail to observe these standards may have their contracting relationship terminated.
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ANTI-RETALIATION
Spectrum prohibits retaliation against an employee who, in good faith, seeks help or reports known or
suspected violations; including participating in an investigation or opposing any unlawful or discriminatory
practices.
ANTI-VIOLENCE
The Company has zero tolerance for possession of weapons or for violent acts or threats of violence
against any other person, including Employees, customers, vendors or applicants. No Employee should
commit or threaten to commit any violent act against a co-worker, customer, vendor or applicant. Any
Employee who is subjected to, or threatened with, violence by a co-worker, customer or vendor, or
is aware of another individual who has been subjected to or threatened with violence, is to report this
information to a management official or Human Resources as soon as possible.
Employee notification of a problem is essential to the Company. The Company cannot address a problem
unless it is made known. Therefore, it is every Employee’s responsibility to bring these types of situations
to the attention of the Company so that the Company can take whatever steps are necessary to address
the problem.
Assume that any threat is serious. Bring all threats to the attention of the Company so that the Company
may deal with the issue appropriately.
ARBITRATION
The Company promotes a mandatory system of alternative dispute resolution that involves binding
arbitration to resolve all disputes that may arise out of the employment context. Due to the mutual
benefits (such as reduced expense and increased efficiency) that private binding arbitration can provide
both the Company and the Employee, Employees may voluntarily agree that any claim, dispute, and/
or controversy be submitted to, and determined exclusively by, binding arbitration under the Federal
Arbitration Act and applicable state laws or regulations rather than utilizing a court or other governmental
forum to resolve the dispute.
BULLETIN BOARDS
The Company maintains bulletin boards in corporate offices and on the intranet as an important source
of information. The bulletin boards are to be used solely to post information approved by the Company
regarding Company policies, governmental regulations, and other matters of concern to all Employees
and related to the Employees’ employment by the Company. Employees should develop a habit of
checking the bulletin board regularly in order to be familiar with the posted information. No information
may be placed on a bulletin board without the approval of Human Resources.
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CONFLICT OF INTEREST
The Company has a Conflict of Interest policy that forbids Employees from having a financial interest in
any other business that competes with the Company, except where such ownership consists of securities
of a publicly owned corporation regularly traded on the public stock market. The Company also forbids
engaging in, directing, managing, or consulting for a business or businesses that compete with the
Company without the express written consent of the General Counsel and Chief Compliance Officer.
If an Employee thinks there is a possibility that they may have a conflict of interest, it is the Employee’s
responsibility to notify the General Counsel and Chief Compliance Officer to request approval from such
entities before becoming engaged in outside activities or relationships that could violate this Code.
Other close relationships with employees, customers, vendors, government officials, or business partners
can also create a prohibited conflict of interest. Employees should actively avoid any private interests
that may influence their ability to act in the best interests of the Company or that makes it difficult to
perform their work objectively and effectively. Employees must disclose, to the General Counsel and the
Compliance Officer, situations that reasonably could be expected to give rise to a conflict of interest,
or something that others could reasonably perceive as a conflict of interest. Specific requirements
addressing certain potential conflicts, including employment of relatives, fraternization, and outside
employment are detailed below.

Employment of Relatives
The Company may employ qualified relatives as long as it does not create a real or perceived
conflict of interest or result in harassment or discrimination.
For purposes of this Code only, “relative” includes the following:
•

Spouse or Domestic Partner

•

Parent

•

Child

•

Sibling

•

Grandparent or Grandchild

•

Aunt or Uncle

•

Cousin

•

Niece or Nephew

•

In-laws

•

Step relations

•

Individuals residing in the same household as a current Employee
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Employees in supervisor/subordinate relationships who marry, become related by marriage or otherwise
become involved in close, personal relationships while employed by the Company will also be subject to
the provisions of this Code. Employees are required to disclose such relationships to the Company so
that appropriate action consistent with this Code may be taken. Failure to do so may result in disciplinary
action up to and including termination. The Company will determine if one or both of the Employees must
transfer to another department or terminate their employment.
The requirement applies to all categories of employment, including Full-Time, Part-Time, Temporary,
Intern and Independent Contractor classifications.
Fraternization
The Company recognizes that working relationships may also become social or romantic relationships.
Sometimes these social or romantic relationships can result in misunderstandings, conflicts of interest,
complaints of favoritism, claims of sexual harassment, and Employee morale and dissention problems.
Therefore, the Company requests that an Employee who is romantically involved with another Employee,
whether or not involvement is with a supervisor or other management official, immediately and fully
disclose the relevant circumstances to Human Resources or the Chief Compliance Officer. The Company
may take whatever action appears appropriate when, in the opinion of the Company, a social or romantic
relationship may create a conflict of interest, cause disruptions, create a negative or unprofessional
work environment, or present concerns regarding supervision, safety, security, or morale. Failure by an
Employee to disclose facts may lead to disciplinary action, up to and including termination.
Outside Employment
There are times when Employees have the opportunity or the need to hold two jobs with separate
employers at one time. It is important that a second job does not interfere in any way with an Employee’s
primary job position with the Company. An Employee should be careful that extra hours of work with a
second employer do not affect the safe operation or accurate performance of the job position with the
Company, or leave them tired or slow to react. If a second job could create a potential conflict of interest,
the Employee is required to obtain written approval, in advance of accepting the second job, from Human
Resources.
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DISHONESTY, MISREPRESENTAION OR FRAUD
Falsification of any application, workers’ compensation claim, medical history, invoice, time sheet, time
card, investigative questionnaires, customer credit applications, or any other document will subject
an Employee to disciplinary action, up to and including immediate termination. Misrepresentation to
customers is prohibited and against the law. Concealing or failing to report an error is dishonest and will
also subject an Employee to disciplinary action, up to and including immediate termination.
HOUSEKEEPING
Employees are responsible for maintaining their own work areas in a presentable manner. Work areas
must be kept in a clean and orderly fashion to prevent unsafe conditions and potential accidents.
Employees who observe potentially dangerous conditions or equipment should report the concern
immediately to a supervisor or the Safety Manager.
HUMAN RIGHTS
Spectrum is committed to protecting human rights. We create a workplace that respects each workers’
human rights including personal dignity and individual worth. We comply with the spirit, as well as
the letter, of regulations and laws in the jurisdictions in which we operate. Examples of human rights
that Spectrum abides by and are also expected of vendors are articulated in internationally recognized
standards, including the Universal Declaration of Human Rights and the International Labor Organization
(ILO) Core Conventions.
INSUBORDINATION
All Employees have duties to perform and everyone, including supervisors, must follow directions.
Employee are prohibited from refusing to follow the directions of a supervisor or management official
unless the direction conflicts with laws, regulations, Company policies, standards or ethics. It is also
prohibited to treat a supervisor or management official in an insubordinate manner in any respect.
Employees must fully cooperate with Company investigations into potential misconduct. Refusal to fully
disclose information in the course of a Company investigation is insubordination and will not be tolerated.
However, if an Employee believes that following the directions given by a Company supervisor or
management official would violate a federal, state or local law or a regulation or Company policy, or would
otherwise not be in the best interest of the Company, the Employee must immediately notify the Company
legal department, Human Resources or the Compliance Helpline at 1-844-587-1660.
MISUSE OF PROPERTY
No Employee should misuse, or use without authorization, equipment, vehicles or other property of
customers, vendors, other Employees or the Company.
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OPEN DOOR POLICY
Suggestions for improving the Company are always welcome. The Company values Employee input and
wants Employees to feel free to raise issues of concern. Employees are encouraged to express their
views on work-related issues, problems, concerns or questions to their immediate supervisor. Employees
may also contact Human Resources or any other member of management.
There can be no guarantees that every issue or problem will be resolved to the satisfaction of every
Employee. However, the Company values Employee observations, and Employees should feel free to
raise issues of concern without the fear of retaliation.
PERSONNEL BELONGINGS
The Company cannot be responsible for personal items brought to or left in the office or company vehicle
that may be lost, stolen or damaged. While both building management and the Company stress security,
each individual is responsible for the prevention of loss of personal items.
The Company’s office insurance policy covers only loss due to fire or theft of personal items necessary to
the conduct of its business. The loss of personal property or cash is not covered.
PERSONNEL MAIL, PHONE CALLS AND VISITS
All mail delivered to the Company is presumed to be related to Company business. Personal mail should
not be sent to the Company’s address. Mail sent to an Employee at the Company will be opened by office
personnel and routed to the Employee. Company postage and stationery may not be used for personal
correspondence.
Telephone lines are needed for business calls. The Company asks Employees to use reasonable
judgment in making or receiving personal calls that are not of an emergency nature. Employees will be
personally liable for unauthorized long-distance calls and will be subject to disciplinary action, up to and
including immediate termination, for excessive use of the Company’s telephone lines. Use of personal
cell phones must not interfere with an Employee’s duties or otherwise disrupt the business environment.
Employees who use cell phones with photo or video capability must ensure that they to do not record
or disclose any confidential material of the Company, the Company’s customers or private, personal
information of any co-worker when using photo or video features of a phone.
Personal visits by friends or relatives during work hours can be disruptive to operations and are therefore
discouraged.
PUBLICITY
In the course of advertising, public relations or other similar conduct for business purposes, the
Company may utilize media resources. The Company may use Employees’ photographs, pictures, and/
or voice transcriptions for promotion or advertising at any time with their written consent and without
compensation.
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REFERENCES
Employees contacted by outside sources, whether personally known or unknown, requesting an
employment reference or employment verification for a current or former Employee should not provide
any information to the requesting individual or organization. Instead, Employees should refer the
requesting individual or organization to Human Resources. No Employee, other than Human Resources,
is authorized to provide employment references or employment verifications for any current or former
Employee. Employees wishing to receive either an employment reference or verification should provide a
signed written authorization to the Company.
NOTE: Employment reference or employment verifications must be submitted via the mail or faxed
on the requesting company’s letterhead or other form that clearly identifies the requesting individual or
organization and must contain a signed authorization from the employee
SEARCHES AND INSPECTIONS
In order to protect the safety and property of all Employees, the Company reserves the right to inspect
Employees’ desks, cabinets, briefcases, lockers, purses, toolboxes and personal vehicles, as well as any
other personal belongings brought onto Company property. The Company may access and review all
files and records on computers, including similar electronic equipment used to create, edit or store data
provided by the Company at any time and without notice. Employees are expected to cooperate in any
search. Failure to cooperate will result in disciplinary action, up to and including termination.
SMOKING
Smoking is prohibited in all Company buildings and vehicles. Smoking must be confined to designated
outdoor areas.
SOLICITATION
Unless company sanctioned, no Employee may solicit, promote or support (via e-mail or in any other
manner in work areas) for any cause or organization at any time during their working hours or during the
working time of the Employee or Employees to whom such activity is directed.
No Employee may distribute or circulate any written or printed material (via e-mail or in any other manner
in work areas) for any cause or organization in work areas at any time during their working hours or during
the working time of the Employee or Employees to whom such activity is directed.
Under no circumstances will non-employees be permitted to solicit or to distribute written material for any
purpose on Company property.
SUBSTANCE ABUSE
The Company is committed to providing a safe working environment to protect Employees and others; to
provide the highest level of service; and to minimize the risk of accidents and injuries.
The Company has adopted a requirement that all Employees must report to work and remain completely
free from the presence of drugs or under the influence of alcohol. All Employees are prohibited
from manufacturing, cultivating, distributing, dispensing, possessing or using illegal drugs or other
unauthorized or mind-altering or intoxicating substances while on Company property (including parking
areas and grounds), or while otherwise performing their work duties away from the Company’s corporate
headquarters.
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Included within this prohibition are lawful controlled substances, which have been illegally or improperly
obtained. This requirement does not prohibit the possession and proper use of lawfully prescribed drugs
taken in accordance with the prescription.
Employees are also prohibited from having any such illegal or unauthorized controlled substances in their
system while at work, and from having excessive amounts of otherwise lawful controlled substance in
their systems.
All Employees are prohibited from using alcohol while at work or on duty. Limited exceptions may be
granted by executive management, such as to celebrate a company milestone or achievement. In such
instances, as with off-duty alcohol use, such use must not interfere with an Employee’s ability to perform
the essential functions of his or her job.
The proper use of medication prescribed by a physician is not prohibited; however, the Company does
prohibit the misuse of prescription medication. Drug use may affect job performance, such as by causing
dizziness or drowsiness. It is the Employee’s responsibility to determine from his or her physician whether
a prescription drug may impair job performance.
It is the responsibility of each Employee who observes or has knowledge of another Employee in a
condition which impairs the Employee in the performance of his or her job duties, or who presents a
hazard to the safety and welfare of others, or is otherwise in violation of this Code, to promptly report that
fact to his or her supervisor or Human Resources. The Company may conduct drug tests in the following
circumstances:
a. Application for Employment. Job applicants must submit to a drug test. Refusal to submit to a
drug test or a positive confirmed drug test may be used as a basis for refusal to hire the applicant.
b. Reasonable Suspicion. Employees may be required to submit to drug/alcohol screening whenever
the Company has a reasonable suspicion that they have violated any of the rules set forth in this
Code. Reasonable suspicion may arise from, among other factors, supervisory observation, coworker reports or complaints, performance decline, attendance or behavioral changes, results of
drug searches or other detection methods, or involvement in a work related injury or accident.
c. Other Bases for Testing. Employees in safety sensitive positions may be tested on a random
or periodic basis. In addition, various job classifications are categorically subject to random or
periodic drug testing to the extent permitted by applicable state and federal laws.
Violation of these requirements or any of its provisions may result in discipline up to and including
termination of employment. In order to enforce these requirements, the Company may investigate
potential violations and require personnel to undergo drug/alcohol screening, including urinalysis, blood
tests or other appropriate tests Employees will be subject to discipline up to and including discharge for
refusing to cooperate with investigations, to submit to screening or for failing to execute consent forms
when required by the Company.
Where a manager or supervisor has reasonable suspicion that an Employee has violated the prohibition
on substance abuse, the supervisor must contact Human Resources. , The Company may use
unannounced drug detection methods to conduct searches.
All Employees who test positive in a confirmed substance test will be subject to discipline up to and
including immediate termination.
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THEFT
Theft is a criminal act. In case of actual or suspected theft, the Company may contact the appropriate law
enforcement agency. The Company expects Employees to cooperate fully with any such investigation.
WORKING FROM HOME
The company considers telecommuting
to be a viable alternative work
arrangement in cases where individual,
job and supervisor characteristics are
best suited to such an arrangement.
Telecommuting can be informal or
formal.
Informal or Limited Duration
Telecommuting Arrangements
Informal, short-term telecommuting
arrangements may be approved on
a “as needed” basis for employees
on family or medical leave, or as a
potential accommodation due to health
conditions as required by law, to the
extent practical for the employee and
the Company, and with the certification
and consent of the employee's health
care provider. All informal telecommuting
arrangements are made on a case by case basis, focusing on the needs of the Company first. Such
informal arrangements are not the focus of this policy but are available with management written approval,
stipulating the details of the limited duration for informal telecommuting agreement.
Formal Telecommuting
The Company defines formal telecommuting as allowing employees to work outside a formal physical
place of work (primary office/laboratory/clinic/department location) on an agreed upon predefined
predictable work schedule. By its nature, work performed away from the main office setting must lend
itself to effective performance away from the main office/laboratory/clinic/department. Telecommuting is a
work alternative that may be appropriate for some employees and some jobs but not all employees or all
jobs. It is not an entitlement; it is not a Company-wide benefit; and it does not alter any other policies that
speak to terms and conditions of employment with the Company.
All telecommuting arrangements both Formal and Informal require advance approval from the department
head as well as Human Resources.
Employees in positions classified as non-exempt are not eligible for this benefit.
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COMPENSATION AND BENEFITS
This section addresses the compensation and benefits Spectrum is pleased to offer to employees.
Part-time employees may participate in all benefits required by law, provided the minimum requirements
set forth by law and benefits providers are met. Temporary employees may be eligible for certain benefits.
Spectrum reserves the right to terminate or modify any or all of these benefits at any time, for any reason,
with or without notice to employees
PAY
All employees are paid semi-monthly on the 15th and last day of the month. If a payday falls on a
weekend, the payday will be the Friday before the weekend. If a payday falls on a holiday on which the
company is closed, the payday will be the last workday before the holiday. The Company recommends
that all Employees review each of their pay statements each payday for accuracy of rate of pay, hours
worked, accrued vacation time and appropriate deductions. Any questions or concerns should be
brought to the immediate attention of the Payroll Administrator. The Company does not cash Employee
payroll checks. Employees are expected to cash their pay checks as soon as possible so that the
Company’s banking records may be kept current.
BONUSES
Full Time employees are eligible for a discretionary performance bonus up to a target of their base salary
based on position. The performance evaluation period is January 1st through December 31st and is prorated based on the start date on the first year of employment. The overall amount distributed is based on
the achievement of company goals for the year as well as the individual contributions over the same time
period.
401(K)PROGRAM
Human Resources maintains information about the Company-sponsored 401(k) program. The terms and
requirements of the program are set forth in the respective Summary Plan Descriptions.
Employees are eligible to participate in the 401k after the successful completion of 90 days of
employment.
The Company may discontinue its 401(k) program at any time. All applicable laws at the time of such
discontinuance will apply to covered Employees regarding conversion and/or continuation.
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HEALTH INSURANCE
Information about the Company-sponsored health insurance plan may be obtained from Human
Resources. The terms and requirements of the health insurance plan are set forth in the Summary Plan
Description.
Full-Time Employees
Full-Time Employees are eligible for health insurance
on the first day of the month following their date of hire
and as outlined in the health insurance plan sponsored
by the Company, a copy of which may be obtained
from Human Resources.
Part-Time Employees
Part-Time Employees may be eligible for health
benefits. Eligibility is defined in the health insurance plan
sponsored by the Company, a copy of which may be
obtained from Human Resources.
Temporary Employees
Temporary Employees are not eligible for the group
health insurance. The Company may discontinue or
modify its health insurance plan at any time.
All applicable laws at the time of any discontinuance will
apply to covered Employees regarding conversion and/
or continuation.
For a copy of the latest Affordable Care Act (ACA) policy, which defines all eligibility requirements, please
contact Human Resources.
DISABILITY INSURANCE
Long-term disability insurance is provided for all Full-Time Employees at no cost to the Employee.
Employees are eligible on the first entry date following their date of hire.
Short-term disability insurance is provided for all Full-Time Employees at no cost to the Employee.
Employees are eligible on the first entry date following their date of hire.
Full descriptions setting forth the provisions and benefits of the Company’s disability benefits are outlined
in the various Summary Plan Descriptions, copies of which may be obtained from Human Resources.
The Company may discontinue or modify disability insurance plans at any time. All applicable laws at the
time of any discontinuance will apply to all covered Employees regarding conversion and/or continuation.
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WORKERS’ COMPENSATION INSURANCE
The Company pays the entire amount of the workers’ compensation insurance premium that provides
benefits to Employees who experience injury or illness connected with employment. To be eligible for
workers’ compensation benefits, the injury must be a direct result of the job. It is essential that Employees
report all work-related accidents, injuries and illnesses immediately.
Employees who are injured on the job are required to be evaluated and treated at an industrial medical
clinic appointed by the Company for that purpose. Employees wishing to predesignate a physician
(rather than being evaluated and treated at an industrial medical clinic appointed by the Company)
must provide the Company with a written notice of the predesignation prior to the date of injury. The
predesignation must include the physician’s signature of agreement to the predesignation and the
physician must be the Employee’s regular physician or primary care provider who has previously directed
the Employee’s medical treatment and retains records of the Employee’s treatment and medical history.
Employees should check with their supervisor or the Benefits Coordinator for additional information on
the predesignation option. In the event of an accident causing injury or damage to company property, an
employee may be required to immediately submit to a drug/alcohol screening. Failure to do so may result
in termination.
COBRA
Federal law and certain state laws require that most Employers sponsoring group health plans, or their
insurance carrier, offer Employees and their families the opportunity to elect a temporary extension
of health coverage (called “continuation coverage” or “COBRA coverage”) in certain instances where
coverage under the plan would otherwise end. Employees do not have to show that they are insurable
to elect continuation coverage. However, Employees will have to pay the entire premium or a portion of
the premium for their continuation coverage. At the end of the maximum coverage period, the Employee
must be allowed to enroll in an individual conversion health plan if it is otherwise available under the plan.
Human Resources can assist with respect to COBRA needs.
It is the Employee’s responsibility to notify the Benefits Coordinator in writing of any qualifying events
which include, but are not limited to, divorce or death of a covered spouse or change of student status
of a dependent, and to keep Human Resources informed of current addresses for the Employee and all
family members covered under the Employee’s Company-sponsored group health plans.
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EMPLOYEE RESOURCES
The employee assistance program (EAP) is available for employees and their family members 24
hours a day, seven days a week. The EAP is provided by Spectrum Pharmaceuticals at no cost and is
administered by Health Advocate.
The EAP provides free, strictly confidential counseling to help you resolve a wide range of personal
issues, including:
•

Emotional well-being

•

Parenting and child care

•

Elder care referrals

•

Workplace conflict

•

Work/life balance

•

Addiction and recovery

•

Legal assistance

•

Financial Issues

All calls will be handled by a professional counselor, who will either work with you over the phone or
arrange an appointment for you to have an in-person session. The EAP will cover up to three free faceto-face counseling sessions per year for each issue.
COMPANY SPONSORED SOCIAL AND RECREATIONAL ACTIVITIES
The Company may from time to time sponsor social, recreational, or celebratory activities for its
Employees. Employee attendance at such activities is completely voluntary and is not work-related, even
if held during normal work hours
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This section addresses the various times of paid time off, including leaves of absence, including federal
and state mandated leave laws.
HOLIDAY PAY
Human Resources will provide an Annual Holiday Schedule at the beginning of each holiday year.
Full-Time Employees
Full-Time Employees will receive holiday pay (8 hours of compensation at their regular rate of pay) as
outlined on the annual Holiday Schedule if they are normally scheduled to work on such days.
Employees who wish to observe a religious holiday not observed by the Company may request time off
to do so by obtaining written approval from their supervisor at least two (2) weeks prior to the requested
time-off. Employees may use accrued vacation time or take the time off without pay.
Non-Exempt, Full-Time, Part-Time and Temporary Employees who are required to work on any of the
holidays listed in the annual Holiday Schedule will be paid at the rate of one and one-half times the
normal rate of pay for hours worked on those holidays in addition to Holiday Pay.
Holiday Pay will not be granted to any Employee who fail to work either their scheduled day before and/
or their scheduled day after the holiday unless the absence is attributable to prescheduled and preapproved time off.
Employees on leave are not eligible for Holiday Pay.
Part-Time Employees
Part-Time Employees are eligible for Holiday Pay, on a prorated basis, if the holiday falls on a day the
Employee is regularly scheduled to work.
Temporary Employees
Temporary Employees are eligible for Holiday Pay on a prorated basis, if the holiday falls on a day the
Employee is regularly scheduled to work.
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SICK TIME
Full-Time and Part-Time Employees are eligible for paid time off for illness as described below.
Sick time is provided in case of Employee illness, doctor’s appointments, or other unexpected health
matters that prevent an Employee from reporting to work. Sick time may be used to care for a sick child,
parent, spouse, domestic partner or child of a domestic partner as described below.
Full-Time Employees
Full-Time Employees are provided seven (7) sick days per year beginning the first day of January
Sick days do not accrue and will not roll over from year to year. If an Employee is absent for five (5) or
more consecutive days due to illness or injury, a statement from the Employee’s physician indicating that
the Employee is physically fit to return to the Employee’s regular job must be presented to the Employee’s
supervisor prior to the Employee resuming work (see Leave of Absences for absences lasting more than
5 days). Loss of time in excess of one (1) week may be considered a leave of absence. Employees
with time out of the office for more than one week for reasons other than vacation must contact Human
Resources.
Employees are not entitled to compensation for accrued and unused sick time upon termination.
Part-Time Employees
Part-Time Employees working 32 hours or less per week accrue paid sick time at a rate that is
proportional to the average hour worked. (For example, an employee working four full days per week
accrues sick time at the rate of 4/5ths or 80% of the otherwise sick time).
Temporary Employees
Temporary Employees are not eligible for paid sick time.
All employees are required to record their sick time off in the company’s Time and Attendance system.
VACATION
Full-Time Employees – Standard Vacation Accruals
• Date of Hire - 60 months 15 days per year (accruing at the rate of 1.25 days or 10 hours per
month)
•

61 - 120 months 20 days per year (accruing at the rate of 1.67 days or 13.34 hours per month)

•

121 months or more 25 days per year (accruing at the rate of 2.08 days or 16.67 hours per
month)

In the event an Employee has accrued, unused vacation days equivalent to the amount of days they
are entitled to for two (2) years of employment at their current accrual rate, vacation days shall cease to
accrue until such time as the accrued and unused vacation days fall below such amount. Once accruals
begin again, accruals will not be retroactive. In other words, Employees with one (1) to five (5) years of
service may not accrue more than 30 days of vacation at any time, Employees with five (5) to ten (10)
years of service may not accrue more than 40 days of vacation at any time, and employees with more
than ten (10) year of service may not accrue more than 50 days of vacation at any time.
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Employees are not permitted to perform work during such vacation time. If any work is performed, the
employee must notify management and Human Resources to consider the adjustment of hours.
Employees eligible for vacation are entitled to compensation for accrued and unused vacation days upon
termination.
Vacation days do not accrue during most leaves of absence.
Part-Time Employees
Part-Time Employees working 30 hours per week or less accrue paid vacation at a rate that is
proportional to the average hours worked. (For example: an employee working 4 full days per week
accrues vacation at the rate of 4/5ths or 80% of the otherwise accrued vacation).
Temporary Employees
Temporary Employees are not eligible for paid vacation time.
LEAVE OF ABSENCE
The Company will comply with all federal, state and local laws and regulations in the implementation of
leaves of absences. Leaves of absence can be complex and vary by state. Loss of time in excess of one
(1) week may be considered a leave of absence. Employees with time out of the office for more than one
week for reasons other than vacation must contact Human Resources.
Employees who are on an approved leave of absence and using medical benefits provided to them
through the Company-sponsored ERISA qualified group healthcare plan are advised that these benefits
are subject to the terms and conditions of the Plan. Therefore, healthcare benefits will terminate after
the period of leave mandated under state or federal law, if any. In such cases, the Employee may elect
COBRA (or, if applicable, Cal-COBRA) coverage to continue receiving benefits and will be financially
responsible for premium payments. Applicable leaves of absence include, but are not limited to,
pregnancy, disability, workers’ compensation or any medical leave of absence and regardless of whether
or not it is a paid, unpaid or work-related leave of absence. For further details regarding termination of
healthcare plan benefits, Employees may contact the Benefits Coordinator.
Bereavement Leave
Paid bereavement leave is granted to all Full-Time Employees to make arrangements for and/or attend
the funeral or memorial service of a member of the Employee’s immediate family. Part-Time Employees
will be granted bereavement time off on a pro-rated basis. Paid bereavement leave is granted for a
maximum of five (5) days per calendar year. Bereavement days do not accrue or carry forward. Additional
time needed in excess of paid bereavement leave may be taken in conjunction with vacation and/or sick
time or without pay upon approval of the Employee’s supervisor.
Immediate family includes an Employee’s spouse, significant other, domestic partner , children, parents,
siblings, grandchildren, grandparents and corresponding step relations and in-laws. Employees may be
required to provide the Company with documentation related to the passing of the relative of the need for
bereavement leave.
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Civic Duty
Appearance in Court or Witness Duty: If an Employee is required to appear in court or serve as a
witness, the Employee is to notify their supervisor immediately so that plans for the absence may be
made with as little disruption to work as possible. Employees who are required to appear in court or serve
as a witness on behalf of the Company will be paid their regular wages for this time. For Non-Exempt
Employees, time taken off for appearance in court or witness duty not requested by the Company will not
be paid by the Company. Employees may elect to use vacation time in lieu of unpaid time off.
Exempt Employees will receive regular pay while appearing in court or serving as a witness if they have
performed work for any portion of a workweek in which they appeared in court, provided the Company
expressly permitted the Exempt Employee to work on behalf of the Company during that time. Employees
are to provide the Company with a copy of their court appearance subpoena/summons.
Jury Duty: If an Employee receives a call to jury duty, the Employee is to notify their supervisor
immediately so that plans for the absence may be made with as little disruption to work as possible.
Non-Exempt Employees are eligible to receive up to five (5) days paid leave per calendar year to serve on
a jury. Employees are permitted to use vacation time for jury duty service time exceeding five (5) days.
Exempt Employees will receive regular pay while serving on a jury if they have performed work for any
portion of a workweek in which they served on a jury provided the Company expressly permitted the
Exempt Employee to work on behalf of the Company during such jury service.
Employees who are released from jury duty before the end of their regularly scheduled workday or who
are not asked to serve on a jury panel are expected to call their supervisor as soon as possible and report
to work if requested to do so.
Employees are to provide the Company with a copy of their jury duty summons and, if they are selected
to serve on a jury, proof that they served as a juror.
Voting: Although polls are open for extended hours, the Company realizes in some instances Employees
are required to work overtime and may find these hours are not sufficient to enable them to participate in
the election process. Employees who need to arrange an alternate work schedule must make satisfactory
arrangements in advance with their supervisor.
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Military Service Leave Unpaid
Purpose of leave: Employees who serve in the military whether as active, reserve or National Guard
service members or who enlist in a branch of military service are permitted unpaid time off to fulfill their
commitment as ordered. Who is eligible: All Employees.
Amount of leave: Leave is granted according to the orders received by the Employee up to a maximum
of five (5) years. Employees who require time off from work to fulfill military duties will be treated in
accordance with applicable requirements of state and federal laws.
Required notice and documentation: Employees are expected to notify their supervisor of upcoming
military duty by providing a copy of the Employee’s orders as soon as possible.
Return to work: Employees may be permitted to return to the position held prior to the start of their
military service leave. Employees on a military leave of up to 30 days must return to work on the first
regularly scheduled workday after the military leave ends plus one rest day. Employees on a military leave
of more than 30 days must apply for reinstatement upon their return from the military leave in accordance
with USERRA and applicable state laws. Effect on benefits: Continuation of health insurance benefits is
available, as required by USERRA, based on the length of the leave and subject to the terms, conditions
and limitations of the applicable plans. Employees on military leave are afforded benefits under an
“escalator” type plan so that any benefits that have accrued to a similarly situated active Employee will
also accrue to an Employee who is absent for military service.
Paid Parental Leave
Maternity/paternity/adoption leave under this Code is a paid leave associated with the birth of an
employee’s own child or the placement of a child with the employee in connection with adoption or foster
care. Maternity/paternity/adoption leave is not charged against the employee’s other paid leave credits,
and the amount of paid days received is four weeks.
Spectrum will pay the employee 100% salary for four weeks. Please see Human Resources for
clarification. Please note that Employees must apply for all eligible insurance first.
Employees must apply for all eligible insurance first. Spectrum will pay the difference between the
insurance paid amount and the maximum eligible amount listed. See Human Resources for clarification.
If both parents are employees, only one may access the paid benefits of this policy. Both, however,
continue to be entitled to family and medical leave if eligible.
Temporary employees are not eligible for paid maternity/paternity/adoption leave under this policy.
Continuation of Benefits during leave: Health insurance benefits will continue to be provided during
the paid maternity/paternity/adoption leave under this Code at the same rate as in effect before the leave
was taken regardless of length of service, provided the employee has at least one full year of service.
The employee will be expected to pay any share of the premium that the employee normally pays while
working. Paid leave benefits will continue to accrue.
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Requirements for Obtaining Paid Leave: The employee must provide to the department head 30
days’ notice of the requested leave (or as much notice as practicable if the leave is not foreseeable),
complete the necessary forms (e.g., Leave and/or FMLA forms) and file them with the Human Resource
department.
After the four weeks of maternity/paternity/adoption leave have been exhausted, subsequent leave will be
covered under appropriate policies. The Family and Medical Leave Act (FMLA) allows employees up to 12
workweeks of unpaid leave annually. Paid leave under this Code will run concurrently with FMLA leave.
After paid maternity/paternity leave is exhausted, the employee is required to apply any other available
paid leave, which will also run concurrently with FMLA leave.
Employees not eligible for FMLA leave should refer to the Leave of Absence section of this Code after
the four weeks of paid maternity/paternity/adoption leave and any other paid leave have been exhausted
regarding continuation of insurance coverage for employees on unpaid leave of absence.
Family Medical Leave (FMLA) Unpaid
Purpose of leave: FMLA is granted under the following circumstances: birth of an Employee’s child, the
placement of a child with an Employee for adoption or foster care, a serious health condition that requires
an Employee to give “hands on” care of a medical or psychological nature to a spouse, child or parent or
because the Employee’s own serious health condition prohibits the Employee from working.
FMLA leave is also available to an Employee who is the spouse, child, parent or next of kin of a service
member or veteran recovering from (1) a serious illness or injury that was sustained while serving active
duty or (2) a pre-existing serious illness or injury that was aggravated in the line of active duty.
FMLA leave, known as “exigency leave,” is available to an Employee whose spouse, child or parent is
active duty military or has been called to active duty in a foreign country. Such exigency leave is available
to handle financial, legal, childcare or other matters prior to deployment in a combat support zone. Who
is Eligible: Employees that have completed at least twelve (12) months of employment with the Company,
who have worked at least 1,250 hours in the last twelve (12) months and whose worksite has 50 or more
Employees within a 75-mile radius. Additional qualifications under federal or state law may apply.
Amount of leave available: Employees are eligible for up to twelve (12) weeks of unpaid FMLA leave
during any twelve (12) month period measured backward from any date FMLA leave is taken. However,
FMLA leave taken by an Employee to care for an ill or injured service member or veteran may be taken for
up to 26 weeks during any twelve (12) month period and may be taken within five (5) years of the illness/
injury or aggravation of the pre-existing condition. Under certain circumstances, Employees may be
eligible for leave on an intermittent or reduced work schedule basis.
There are a number of factors that can affect the amount of unpaid medical leave for which an Employee
is eligible. An Employee’s combined FMLA and CFRA leave may not exceed twelve (12) weeks in any
twelve (12) month period except under exceptional circumstances such as female employees who take
leave related to childbirth or an Employee taking leave to care for an injured service member. Leave taken
for the birth, adoption or foster care placement of a child must be taken within the first twelve (12) months
after the birth, adoption or placement.
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Required notice and documentation: Employees must provide at least 30 days advance notice to
the Benefits Coordinator of the need for leave, or in case of an unforeseen circumstance in which 30
days advance notice is not possible, the Employee must provide as much advance notice as is possible.
Failure to comply with these notice requirements is grounds for, and may result in, deferral of the
requested leave until the Employee complies with this notice requirement. A statement, acceptable to the
Company, from the Employee or relative’s health care provider or a copy of the military service member’s
orders certifying that the leave is needed must accompany any request for FMLA leave. Failure to provide
this documentation may result in denial of FMLA leave benefits.
Return to work: Employees who satisfy all the conditions and who return to work immediately following
the expiration of an approved FMLA leave will be restored to their former position (or equivalent), provided
such a job would still be available had they not taken a leave. Employees who have taken a leave due
to their own serious medical condition will be required to provide certification of their fitness to return to
work. Failure to report to work as scheduled following a leave of absence may result in dismissal of the
Employee. Requests to return from leave made by certain highly compensated “Key Employees” may be
denied under certain circumstances.
Effect on benefits: FMLA leave is unpaid time off. Subject to certain conditions, Employees may choose
or be required to use accrued paid time (such as sick time or vacation time) while on FMLA leave. Time
spent on FMLA leave will not be used for computing seniority or benefits such as vacation or holidays.
During an approved FMLA leave of absence, the Employee can keep insurance benefits in effect for up
to twelve (12) weeks by continuing to pay any share of the premium that the Employee normally pays
while working. Please make arrangements with the Payroll Administrator for these payments. Under
some circumstances, if the Employee does not return to work at the expiration of the leave, the Employee
may be required to reimburse the Company for its share of the premium paid during the leave. After
the expiration of a twelve (12) week leave, an Employee who has not returned to work may elect to
continue insurance coverage by paying the entire cost of the insurance premium. Employees must make
arrangements with the Payroll Administrator for these payments.
Remember, the duration of the leave, the availability of insurance benefits, the opportunity for
reinstatement, and other privileges associated with this leave are limited to the requirements of state and
federal law. No express or implied contractual rights should be inferred from this Code.
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PERFORMANCE
This section addresses Spectrum’s criteria for key performance indicators, performance reviews and
responses to such reviews.
PERFORMANCE ASSESSMENT
In addition to written comments, each employee will receive an overall annual performance review score.
The five categories of scoring are Exceptional, Exceeds, Needs Improvement, and Unsatisfactory.
Exceptional
Performance exceeds expectations due to exceptionally high quality of work performed in
essential areas of the approved goals, resulting in an overall quality of work that was superior;
and either 1) included the completion of the goal or project, or 2) made an exceptional or unique
contribution in support of position, department, or Company objectives.
Exceeds Expectations
Performance consistently exceeded expectations in essential areas of responsibility for the goal,
and the quality of work overall was excellent. Annual goals and timelines were surpassed.
Meets Expectations
Performance consistently met expectations in essential areas of responsibility for the goal, at
times possibly exceeding expectations, and the quality of work overall was very good. The most
critical goals and timelines were met.
Improvement Needed
Performance did not consistently meet expectations –performance expectations were not
consistently met in one or more essential areas of responsibility for the goal, and/or one or more
of the most critical tasks/timelines were not met.
Unsatisfactory
Performance was consistently below expectations in most essential areas of responsibility for
the goal, and/or reasonable progress toward critical tasks/timelines was not made. Significant
improvement is needed in one or more important areas. A plan to correct performance,
including timelines will be issued and monitored to measure progress.

PERFORMANCE REVIEW
Performance Reviews are used as a communication tool to summarize annual performance. Department
Heads will assess overall performance and deliver feedback along with communicating the corporate
goals for the next review period.
INSUFFICIENT PRODUCTION OR POOR PERFORMANCE
Employees are expected to make every effort to learn their job and to perform at a level satisfactory to
the Company at all times.
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APPROPRIATE USE OF COMPANY PROPERTY
This section addresses Spectrum’s expectations regarding the use of company property including, but
not limited to, phones, laptops, tablets, internet, e-mail and Company vehicles.
USE OF PROPERTY AND PROPERTY ISSUED
While on Company premises, the Company reserves the right to inspect all purses, briefcases,
packages, lockers, and vehicles in order to protect all Employees, their co-workers and the Company.
If an Employee must remove Company property from the premises, the Employee must obtain written
permission in advance from their supervisor or Human Resources. Failure to do so may result in
disciplinary action, up to and including immediate termination.
Employees are prohibited from being on Company premises or using Company facilities while not on duty
or for personal use at any time.
Keys/Fobs
Each Employee to whom a Company key/fob is given is responsible for the proper use of that key/
fob and will be required to sign for it. A lost or misplaced key/fob must be reported immediately to a
supervisor. See a supervisor if another key/fob is needed. Never duplicate or loan a key/fob to anyone
for any reason. All defective keys/fobs must be turned in to the Facilities Manager if another key/fob is
needed. All keys/fobs must be turned in to Facilities Manager or Human Resources upon separation from
the Company. Employees who take a leave of absence must turn in any keys/fobs prior to beginning their
leave.
Work tools and materials are provided by the Company to its Employees for the sole purpose of
performing work-related tasks. Work tools are the property of the Company and it is the responsibility of
the Employee to use and maintain them appropriately. Deliberate carelessness or misuse of Company
property or use without authorization will not be tolerated and may result in disciplinary action, up to and
including termination. Lost or misplaced property that has been issued to an Employee must be reported
immediately to their supervisor.
Upon an Employee’s resignation or the termination of employment, or at any other time the Company so
requests, Employees are required to return all items and property issued to them.
It is not possible to anticipate every situation that may arise in the work place or to provide information
that answers every possible question. Questions may arise from time to time involving an Employee’s job,
working conditions, or the Company’s benefits and policies. The Company believes that such questions
should be answered as soon as practical. Each Employee is urged to discuss such matters at once with
the proper person in the Company. This will usually be an Employee’s supervisor.
By working together, the Company hopes that it will share with its Employees a sincere pride in the work
place and the products and services that the Company and all Employees provide together.
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DRIVING ON COMPANY BUSINESS
Employees are not permitted to drive any vehicle for the benefit of or on behalf of the Company without
prior authorization and without a current driver’s license and current vehicle insurance in effect. Employees
are responsible for any traffic violations issued while on Company business. Employees are not permitted
to drive while under the influence of any illegal substance, unauthorized controlled substance or an
excessive amount of an otherwise lawfully controlled substance. Employees are required to take all
safety precautions and observe all rules of the road including wearing a seat belt. All passengers are also
required by law to wear a seat belt.
The Company prohibits using a cell phone, PDA or other portable telecommunication device while
operating a vehicle unless done so in a “hands-free” manner. “Texting” while driving, including reading,
writing or sending text messages, is also prohibited. Employees under 18 years of age are not permitted
to use a cell phone, PDA or other portable telecommunication device at any time while driving on behalf
of the Company. It is therefore prohibited to use a cell phone, PDA or other portable telecommunication
device unsafely while operating a vehicle on Company business. Employees who receive traffic violations
due to the use of a hand held cell phone (or other portable telecommunication device) will be solely
responsible for all liabilities that may result.
Any traffic accident or other altercation an Employee becomes involved in while on Company business
must be reported to the Human Resources or to the Safety Manager immediately.
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DISCIPLINE AND TERMINATION
This section addresses Spectrum’s disciplinary processes to address misconduct and offboarding
processes including termination, resignation and exit interviews.
DISCIPLINE
All employment is “at-will,” which means that either the Employee or the Company can terminate the
employment relationship at any time, with or without cause, and with or without advance notice. Thus,
violation of law, regulation, the provisions in this Code and/or Company policies and procedures will result
in discipline or discharge as the Company in its sole discretion deems appropriate. In any particular case,
the Company may choose to implement progressive discipline. However, it is under no obligation to do
so.
The purpose of discipline is to address individual performance issues, violation of company policy ,
as well as the violation of company procedural or legal processes and protects Spectrum’s many
stakeholders , including our employees , patients, Healthcare Professionals , business partners and
shareholders.
In administering this Policy, Spectrum is guided by several principles, including:
•

Fairness

•

Consistency

•

Accountability

•

Respect

The progressive discipline policy and procedures are designed to provide a structured corrective action
process to improve and prevent a recurrence of undesirable performance issues.
Spectrum Pharmaceuticals reserves the right to combine or skip levels depending on the facts of
each situation. The level of discipline to be issued is based on the severity of the violation, historical
performance issues of the individual and past practice.
Nothing in this policy provides any contractual rights regarding employee discipline or counseling, nor
should anything in this policy be read or construed as modifying or altering the employment-at-will
relationship between Spectrum Pharmaceuticals and its employees.
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Level 1: Verbal Coaching
The verbal coaching process allows an opportunity for the immediate supervisor to bring attention to
the existing performance , conduct or policy violation. The supervisor should discuss with the employee
the nature of the problem and/or the violation of company policies and procedures. The supervisor
is expected to clearly describe expectations to include steps, expected end result, timeframe for
improvement , and all necessary steps the employee must take to improve his or her performance to
resolve the issue.
Level 2: Written Warning/Performance Improvement Plan
The Written Warning is a formal documentation of the performance , conduct or attendance issues and
consequences.
During the Written Warning process, the immediate supervisor and a division leader will meet with
the employee to review any additional incidents or information about the performance , conduct or
attendance issues as well as any prior relevant corrective action plans.
A formal Performance Improvement Plan (PIP) requiring the employee’s immediate and sustained
corrective action will be issued within five business days of a Level 2 meeting. The written warning may
also include a statement indicating that the employee may be subject to additional discipline, up to and
including termination , if immediate and sustained corrective action is not taken.
Level 3: Suspension
There may be cases where performance, conduct or safety incidents may require the removal of the
employee from the workplace . When immediate action is necessary, the leader may suspend the
employee pending the results of an investigation. Human Resources will ensure that the investigation is
conducted in the timeliest manner.
All suspensions that are recommended in accordance with the progressive discipline policy and
procedures are subject to approval from a VP, HR and/or Senior-level Executive .
Depending on the seriousness of the infraction , the employee may be suspended with or without
pay in full day increments consistent with federal, state and local wage and hour employment laws.
Should the outcome of the Due Diligence process lead to termination, the employee will not receive
any compensation for the suspension period. HR will provide guidance to ensure that the discipline is
administered consistently with past practice and is appropriate to the infraction.
Pay may be restored to the employee if an investigation of the incident or infraction absolves the
employee of wrongdoing.
Level 4. Final Warning Letter
The Final Warning Letter is used to address severe performance or conduct issues needing immediate
attention. The letter informs the employee that performance standards have not been met , or that the
employee has conducted themselves in an inappropriate way .
The letter will outline steps that must be taken , within a specific timeframe, to correct the situation in
order to avoid termination.
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Level 5: Recommendation for Termination of Employment
The final level in the progressive discipline process is a recommendation to terminate employment.
Spectrum Pharmaceuticals reserves the right to combine and skip steps depending on the circumstances
of each situation and the nature of the offense. Furthermore , employees may be terminated without prior
notice or disciplinary action.
Management’s recommendation to terminate employment must be approved by Human Resources (HR)
and the division VP. Final approval may be required from a SVP or above.
PERFORMANCE AND CONDUCT ISSUES NOT SUBJECT TO PROGRESSIVE DISCIPLINE
Illegal behavior is not subject to progressive discipline and may result in immediate termination. Such
behavior may be reported to local law enforcement authorities .
Theft, fraud , substance abuse, intoxication, harassment, fighting and other acts of violence at work are
also not subject to progressive discipline and may be grounds for immediate termination.
DOCUMENTATION
The employee will be provided copies of all progressive discipline documentation , including all PIPs.
The employee will be asked to sign copies of this documentation attesting to his or he- receipt and
understanding of the corrective action outlined in these documents .
Copies of these documents will be placed in the employee's official personnel file.
There are no time limits to corrective actions; the document associated with discipline does not expire
and is not removed from an employee's permanent file . On the other hand, a supervisor should note
progress and improved performance . If subsequent repeat or other performance issues arise, an
individual review of the situation to determine what is the most appropriate level and method of corrective
action will include consideration of past performance issues and progress or improved performance.
The requirements outlined in this Policy are provided as general guidance to supervisors and employees
for dealing with job performance issues.
Employment remains at will, and this policy does not create a contractual right of any employee to be
employed, to review the disciplinary or discharge procedures applied in a particular case, or to be entitled
to any particular level of discipline in a given circumstance.
RESIGNATION
Employment at Spectrum is on an at-will basis and is not for any specific period of time. Employees
are free to resign at any time and Spectrum has the right to terminate employment at any time, with or
without cause or advance notice.
EXIT INTERVIEWS
When an employee voluntarily resigns, Human Resources may contact the employee to conduct a
voluntary exit interview prior to their offboarding.
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ENVIRONMENTAL, HEALTH AND SAFETY
This section addresses Spectrum’s commitment to environmental stewardship and employee health and
safety.
ENVIRONMENTAL STEWARDSHIP
We are committed to responsible use and protection of the natural environment through conservation and
sustainable practices. We actively pursue sustainability initiatives such as reducing waste and promoting
recycling.
HEALTH AND SAFETY TRAINING
We provide employees with appropriate workplace health and safety training prominently display health
and safety information throughout the facility.
OCCUPATIONAL HEALTH, SAFETY AND HAZARD PREVENTION
If an Employee’s job requires the use of hazardous or toxic materials, the Employee is expected to
comply with all laws, rules and regulations concerning safe handling and disposal. If an Employee has
any questions about the materials the Employee works with or the proper safety procedures to follow,
the Employee must discuss those concerns immediately with the Safety Manager and the Employee’s
immediate supervisor.
In order to promote a safe work environment, Employees are to follow common sense safety practices,
follow all safety procedures, and report any unsafe condition to the Safety Manager, a supervisor, or
Human Resources. Safety is everyone’s responsibility.
All accidents, including those that do not involve injury, must be reported immediately to the Safety
Manager, a supervisor, or Human Resources.
EMERGENCY PREVENTION, PREPAREDNESS AND RESPONSE
We identify and assess potential emergency situations. For each situation, we develop and implement
emergency plans and response procedures that minimize harm to life, environment and property.
INCIDENT MANAGEMENT
We have a system for employees to report health and safety incidents and near-misses, as well as a
system to investigate, track and manage such reports. We implement corrective action plans to mitigate
risks, provide necessary medical treatment and facilitate employees’ return to work.
All accidents, including those that do not involve injury, must be reported immediately to the Safety
Manager, a supervisor, or Human Resources.
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ACKNOWLEDGEMENT
This section addresses Spectrum’s Acknowledgement of Receipt of the Employee Code of Business
Conduct and Ethics. By signing this acknowledgement, the employee confirms it is their responsibility to
understand and follow the requirements in this document.
ACKNOWLEDGEMENT OF RECEIPT OF EMPLOYEE CODE OF BUSINESS CONDUCT
AND ETHICS
I hereby acknowledge that I have received a copy of the Company Employee Code of Business Conduct
and Ethics and have read and understand all of its provisions. I agree to abide by the provisions of the
Code at all times during my employment.
I understand that the Company retains the right and sole discretion to modify, delete, or add to any of
the policies set forth in the Code, but only the Chief Executive Officer may modify the agreement for
employment at will. I understand that no supervisor has the authority to modify, delete, or add to the
policies in the Code, and that in the event of a conflict between the terms of the Code and anything told
to me by a supervisor or co-employee, the terms of the Code shall control.
I understand that my employment with the Company is on an at-will basis and is not for any specific
period of time. This means that I am free to resign at any time and that the Company has the right to
terminate my employment at any time, with or without cause or advance notice. Employment at-will also
means that the terms and conditions of my employment may be changed at any time, with or without
cause and with or without advance notice, including but not limited to transfer, promotion, demotion,
compensation, benefits, duties, work hours, and location of work. I further understand that I will continue
to be an at will employee at all times during my employment regardless of my job position, status,
compensation, or length of employment. The Company’s discretionary use of any discipline, counseling,
or warning does not in any way change my at will employment status. I understand the only way in which
the Company’s Employment At- Will policy can be amended or modified is by a written agreement signed
by me and the Company’s Chief Executive Officer.
This Acknowledgment represents the entire understanding between me and the Company with respect
to my at will employment and supersedes any and all prior or contemporaneous oral, written, or implied
agreements, understandings and representations regarding this matter.
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