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Striim Inc (together with its subsidiaries, “Striim” or the “Company”) has a responsibility to 
conduct its business in strict compliance with all applicable laws and regulations, and it is the 
company’s policy to do so. The Company therefore expects worksite employees to act in 
accordance with the highest standards of business ethics both on and off company premises, to 
avoid any appearance of impropriety, and to observe all applicable laws and regulations while 
conducting business on the company’s behalf.  

You are expected to abide by the spirit as well as the letter of this Code. You are also expected 
to cooperate with any inquiries or investigations concerning a possible or suspected violation of 
this Code, unless you are informed at the time of the investigation that your participation is 
voluntary. Any worksite employee’s failure to fulfill his or her responsibilities under this Code 
may result in disciplinary action, up to and including immediate termination of employment.  

Ethical Standards  

The Company is committed to conducting business in a fair and open manner within the spirit 
and letter of the law, with the highest regard for customers, the community, and worksite 
employees. The Company’s success depends not only on the knowledge, skills, and abilities of 
worksite employees, but also on their performance of work with sound judgment, self-
discipline, common sense, and integrity. As such, all worksite employees are required to 
maintain and uphold the following common ethical standards, in all aspects of their work:  

• To pursue company objectives in all of your work in a manner that does not conflict with 
the integrity of the company or the public interest.  

• To be truthful and accurate in performing job functions.  
• To protect Confidential Information as defined in this handbook.  
• To observe all laws, regulations, ordinances, and rules applicable to the operation of the 

business.  
• To maintain honest and fair relationships with all company vendors. 
• To ensure quality and value in the company’s products/services and relationships with 

customers and vendors; and  
• To avoid, during the course of your employment, any situations that may engender any 

conflict between the personal interests of worksite employees and the exercise of 
discretionary decisions on behalf of the company.  
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Conflicts of Interest  

The Company insists on the undivided loyalty of all worksite employees, including management 
and non- management staff, in the performance of all job functions. Therefore, worksite 
employees must not engage in any conduct, and must avoid situations, that would create an 
actual or potential conflict of interest in performing your job or create the appearance of such a 
conflict.  

Conflicts of interest arise in work situations when a worksite employee’s personal activity or 
personal interest is contrary to the interests of the company. These personal activities or 
interests may influence the worksite employee’s judgment, causing the worksite employee to 
make decisions on behalf of the company based upon the potential for personal gain, rather 
than in the best interests of the company.  

To prevent conflicts of interest, the following behavior is deemed unacceptable and unethical, 
except to the extent the law provides otherwise:  

Receiving or giving of merchandise, money, services, travel, accommodations, or lavish 
entertainment that might appear to have been given to influence a business decision. Gifts 
offered or received at any time in your capacity as a worksite employee or representative of the 
company that are of more than minimal or token value shall not be accepted and shall be 
returned to the sender with an appropriate explanatory note or letter.  

Maintaining personal, business, or financial relationships with a customer or vendor where the 
worksite employee has control or influence over the company’s relationship with that customer 
or vendor. For example, worksite employees should not borrow from or lend personal funds to 
a customer or vendor of the worksite employee's division.  

Using information developed or learned on the job for personal or familial benefit. This includes 
the use of company databases, financial information, and intellectual property.  

Maintaining outside directorship, employment, or political office that might appear to or 
actually conflict or compete with a worksite employee's responsibilities.  

Conducting company business with or using position or authority to influence the company to 
conduct business with, family members.  

Unauthorized sharing of Confidential Information, as defined in this handbook, or proprietary 
company-related information with business associates or representatives of other companies.  
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The list above serves only to illustrate sources of possible conflicts of interest and does not 
constitute a complete list of all the situations that may result in a conflict of interest. 
Ultimately, it is the responsibility of each worksite employee to avoid any situation that could 
affect his/her ability to judge situations independently and objectively on behalf of the 
company, and any situation that could even appear to be a conflict of interest. It is important to 
note that under certain circumstances, conflicts of interest can amount to violations of criminal 
law. Any doubts should be resolved in a discussion with your manager, TriNet HR 
Representative, or Striim (The Company)’s legal counsel.  

Employment of Relatives and Significant Others  

To avoid conflicts of interest and to promote stability and goodwill in the workplace, we usually 
don’t hire or transfer relatives into positions in which they supervise or are supervised by 
another close family member. We also try to avoid placing them in positions in which they work 
with or have access to sensitive information about family members. The same general 
considerations apply if two worksite employees marry or become involved in a domestic-
partner relationship. If a supervisory, security, morale, safety, or other conflict results from the 
relationship, we reserve the right to use our discretion in hiring and placing worksite employees 
in a manner designed to avoid these concerns. One of the worksite employees may be 
transferred— or, if necessary, terminated—to resolve the situation.  

The term “relatives,” as used in the preceding paragraph, refers to a spouse or domestic 
partner, parents, legal guardians, siblings, children, grandparents, grandchildren, or current in-
laws. (Natural, step- or adopted relationships are included in this definition.) This Code also 
applies to significant others. In addition, if a conflict or appearance of a conflict arises because 
of a dating relationship, at our sole discretion, the conflict may be resolved by transfer of one or 
both worksite employees or termination of employment. There may be other considerations or 
restrictions based on job requirements and situations specific to Striim (The Company). Check 
with your manager for clarification.  

Recognizing & Reporting a Conflict  

It is essential that all worksite employees pay close attention to possible violations of the Code 
of Business Ethics and Conduct, whether they occur because of an oversight or intention. Any 
worksite employee who is aware of possible violations should notify his or her manager, a 
company officer, your HR team member, or, if applicable, the Company’s legal counsel. If you 
are not sure whether there is an ethical problem, it is better to ask.  

Here are some signs to watch for:  



 
 
 
 
 

 Page 5 of 15 

• You feel uncomfortable about a business decision, or about something you’ve been asked 
to do at work.  

• You have witnessed a situation involving a business decision that made you or someone 
else feel uncomfortable.  

• You feel that the company would be embarrassed, or face legal implications, if a business 
conflict were revealed to the public. 

 

Violation of the Code  

Violations of this Code will be grounds for discharge or other disciplinary action, adapted to the 
circumstances of the particular violation. Disciplinary action will be taken against individuals 
who authorize or participate directly in a violation of the Code. Disciplinary action also may be 
taken against any of the violator's managerial superiors, to the extent that the circumstances of 
the violation reflect inadequate supervision and leadership by the superior.  

Compliance with the Code will be considered in the evaluation of each individual’s overall 
performance.  

Prohibition Against Retaliation  

If a worksite employee or applicant believes that he or she has been retaliated against for 
disclosing information regarding misconduct under the Code, he/she should file a written 
complaint with any company manager, any company officer, or a TriNet HR Representative. It is 
company policy to encourage worksite employees to come forward with any safety, ethical, or 
legal concerns. Retaliation against those who bring forward these types of related concerns or 
complaints will not be tolerated.  

Additional Workplace Policies  

Endorsements and Solicitations  

To avoid disruption of operations, worksite employees may not solicit or distribute material for 
any cause or purpose during their working time (which does not include rest periods, meal  

periods, or any other times when worksite employees are properly not engaged in performing 
their work tasks) or during the working time of the worksite employee being solicited or 
receiving the material. No worksite employee should imply endorsement by the company for a 
particular product or service without proper authorization.  



 
 
 
 
 

 Page 6 of 15 

Information Security 
 
All Employees must read the Striim Information Security Policy document, and adhere to all of 
the policies, processes, and procedures described therein 

 

Electronic Communications  

Worksite employees whose companies have their own electronic communications policies are 
not covered by this policy.  

As we become increasingly dependent on technology to conduct business, worksite employees 
typically have access to one or more forms of electronic media and service (computer, email, 
instant messaging, telephones, cellular phones, PDAs, voicemail, fax, online services, Intranets, 
and the World Wide Web). This policy extends to all features of the company’s electronic 
communications systems, including computers, e-mail, instant messaging, connections to the 
Internet and Web, and other external/internal networks, voicemail, video conferencing, 
facsimiles, and telephones (collectively defined as electronic resources). Any other form of 
electronic communication used by worksite employees currently or in the future is also 
intended to be included under this policy.  

All information created, sent, received, or stored on the company’s electronic resources is 
company property. Such information is not the private property of any worksite employee and 
worksite employees should have no expectation of privacy in the use or contents of the 
company’s electronic resources. Passwords do not confer any right of privacy upon any 
worksite employee of the company. Worksite employees should understand that the company 
may monitor the usage of its electronic resources and may access, review, and disclose 
information stored on its electronic resources, including messages, personal e- mail 
communications sent and received on the employer’s computers but using private e-mail 
accounts, and other data, at any time, with or without advance notice to the user or the user’s 
consent. In order to ensure that the usage of such company-provided materials remains ethical 
and lawful, worksite employees must abide by the following guidelines:  

• All business equipment, electronic and telephone communications systems, and all 
communications and stored information transmitted, received, or contained in the 
company’s electronic resources are the company’s property and are to be used for job-
related purposes. Worksite employees may engage in personal use of such systems and 
equipment during nonworking time, provided that such use does not violate company 
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policies included in this handbook and does not interfere with any worksite employee’s 
performance of job duties.  

• To prevent computer viruses from being transmitted through the system, worksite 
employees are not authorized to download any software from the internet onto their 
computer or any drive in that computer.  

• Use of portable drives to download company information for any purpose other than 
company business is prohibited without the advance written approval by the company’s 
management.  

• The company may monitor use of any systems and equipment.  
• The worksite employee in whose name an account is issued by the company is responsible 

for its proper use at all times.  
• The company assumes no liability for loss, damage, disclosure, or misuse of any non-

company data or communications transmitted or stored on the company’s electronic 
resources.  

• Worksite employees may not, without authorization, transmit, retrieve, or store 
confidential company information, as defined in this handbook, on their personal email 
systems.  

• Unless otherwise allowed by law, confidential company information, whether in electronic 
or hard- copy form, may only be accessed and used by worksite employees as required to 
perform job duties.  

Use of Cell Phones and PDAs  

Worksite employees whose companies have their own electronic communications policies are 
not covered by this policy.  

Although cell phones and Personal Digital Assistants (PDAs) have become a valuable tool in 
managing our professional and personal lives, they can raise a number of issues involving 
safety, security, and privacy. Worksite employees should confine personal use of cell phones 
and PDAs to nonworking time, such as lunch breaks or other rest period breaks. Worksite 
employees should be courteous of their coworkers and keep ring tones on vibrate or low while 
at work.  

The company requires the safe use of cell phones and PDAs by worksite employees who use 
them to conduct company business. Worksite employees are required to obey all applicable 
state and local laws regarding cell phone use while driving. In any case where the state or local 
law is more restrictive than this policy, the law will govern the worksite employee’s behavior.  

Worksite employees who use handheld cell phones while on company business must refrain 
from making or receiving business calls while driving. If a worksite employee needs to make or 
receive a business phone call while driving, the worksite employee should make sure the 
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vehicle is stopped and parked in a proper parking area for the call. Stopping on the side of the 
road to make a call is not acceptable, except in the case of a traffic accident or car breakdown.  

Worksite employees who use hands-free telephones are strongly discouraged from making calls 
while driving. Worksite employees may make business calls while driving only when absolutely 
necessary, and only if the conversation will last no more than a few minutes. Worksite 
employees must stop the vehicle and park in a proper parking area if the conversation becomes 
involved, traffic is heavy, or road conditions are poor. Under no circumstances may worksite 
employees manually dial a number while their vehicle is in motion.  

Worksite employees may not use a cellular telephone or PDA to send, receive, or review text 
messages, email, or information over the Internet while driving.  

Finally, non-exempt worksite employees must not use cell phones or PDAs for work outside of 
regularly scheduled hours unless they have been pre-approved to do so by their manager.  

Confidential Information  

As a worksite employee, you may learn information that is not known by the general public. 
You may have access to confidential or proprietary information regarding the company, its 
vendors, its customers, or perhaps even fellow worksite employees. Confidential or proprietary 
information includes, but is not limited to business plans, strategies, budgets, projections, 
forecasts, financial and operating information, business contracts, databases, financial and 
account numbers, HIPAA protected medical information, customer and vendor information, 
advertising and marketing plans, proposals, training materials and methods, and other 
information not available to the public.  

Confidential Information does not include information lawfully acquired by non-management 
worksite employees about wages, hours or other terms and conditions of employment, if used 
by them for purposes protected by §7 of the National Labor Relations Act such as joining or 
forming a union, engaging in collective bargaining, or engaging in other concerted activity for 
their mutual aid or protection. Nothing in this handbook prohibits an worksite employee from 
communicating with any governmental authority or making a report in good faith and with a 
reasonable belief of any violations of law or regulation to a governmental authority, or 
disclosing Confidential Information which the worksite employee acquired through lawful 
means in the course of his or her employment to a governmental authority in connection with 
any communication or report, or from filing, testifying or participating in a legal proceeding 
relating to any violations, including making other disclosures protected or required by any 
whistleblower law or regulation to the Securities and Exchange Commission, the Department of 
Labor, or any other appropriate government authority. To the extent a worksite employee 
discloses any Confidential Information in connection with communicating with a governmental 



 
 
 
 
 

 Page 9 of 15 

authority, the worksite employee will honor the other confidentiality obligations in this 
handbook and will only share such Confidential Information with his or her attorney, or with  

the government agency or entity. Nothing in this handbook shall be construed to permit or 
condone unlawful conduct, including but not limited to the theft or misappropriation of 
Company property, trade secrets or information.  

Regardless of whether information is specifically marked as confidential, it is each worksite 
employee’s responsibility to keep Confidential Information in confidence (except as otherwise 
allowed, if at all, by applicable law). You must not use, reveal, or divulge any such information 
unless it is necessary for you to do so in the performance of your duties (or except as otherwise 
allowed, if at all, by applicable law).  

An individual shall not be held criminally or civilly liable under any federal or state trade secret 
law for the disclosure of a trade secret that – (A) is made in confidence to a federal, state or 
local government official, either directly or indirectly, or to an attorney; and solely for the 
purpose of reporting or investigating a suspected violation of law; or (B) is made in a complaint 
or other document filed in a lawsuit or other proceeding, if such filing is made under seal. An 
individual who files a lawsuit for retaliation by an employer for reporting a suspected violation 
of law may disclose the trade secret to the attorney of the individual and use the trade secret 
information in the court proceeding, if the individual (A) files any document containing the 
trade secret under seal and (B) does not disclose the trade secret, except pursuant to court 
order.  

Generally, access to Confidential Information should be granted/provided/given on a “need-to-
know” basis and must be authorized by your manager.  

Some worksite employees who have access to confidential, sensitive, or proprietary 
information about the company or its customers, services and/or processes, may also need to 
sign a Proprietary Information and Inventions Agreement (PIIA) as a condition of employment. 
If you improperly use or disclose any of the company’s confidential or proprietary information, 
you will be subject to disciplinary action, up to and including termination of employment, 
regardless of whether or not you receive any benefit from the use or disclosure.  

If you have a question regarding whether or not the information you seek to communicate is 
considered Confidential Information, speak to your manager.  

Employment and Income Verification Requests, References, and Other 
Requests by Third Parties for Company Information  
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All inquiries for income or employment verification received by the company or TriNet from an 
outside party regarding a present or former worksite employee must be directed to The Work 
Number®, a service provided by TALX Corporation. Please access The Work Number© at 
www.theworknumber.com or 1.800.367.5690 and furnish the verifier with the TriNet Employer 
Code: 13096. Instructions for worksite employee-related requests are available on the TriNet 
platform by navigating to login.trinet.com.  

TriNet will process Garnishment and Benefits inquiries. Verifiers requesting this information 
should be directed to the TriNet Bradenton mailing address: 9000 Town Center Pkwy 
Bradenton, Florida 34202, for processing. TriNet will continue to process and manage those 
requests in the applicable departments.  

No other manager or worksite employee is authorized to release references for current or 
former worksite employees on behalf of the company. The company will disclose only the dates 
of employment and title of the last position held in response to reference or employment 
verification requests. If a worksite employee authorizes disclosure in writing, the company will 
also provide the amount of salary or wage last earned.  

Also, you may be approached for interviews or comments by the news media, analysts and/or 
customers/vendors on events and issues that impact the company. Only specifically designated 
worksite employees may provide responses on behalf of the company. If you are unsure who 
should respond to a request for a statement by a company representative, contact your 
manager immediately.  

 

Company-Furnished Equipment or Materials  

You are responsible for taking good care of the equipment or materials furnished to you by the 
company, which remain company property and should only be used for legitimate company 
business. All items such as manuals, reports, records and statements are the property of the 
company and are to be kept at the company’s place of business, unless removal has been 
properly authorized. Unauthorized removal of any company property (or that of another 
worksite employee) is considered a grave offense, and may result in serious consequences, 
regardless of seniority or past performance.  

Worksite employees must return any company equipment, materials or Confidential 
Information in their possession upon termination of employment or immediately upon any 
request by the company. 
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Personal Property  

We try to ensure your workplace is secure, but we cannot be responsible for your personal 
belongings. You’re responsible for preventing theft, loss, or damage to your personal items, and 
for that reason we ask that you store and use them safely and securely.  

In connection with an investigation into alleged violations of company rules, the company 
reserves the right to search company property such as desks, cabinets, or other storage areas 
and inspect items found inside such areas for missing property or for items such as drugs, 
alcohol, prohibited weapons or other contraband. Worksite employees should have no 
expectation of privacy in company desks, cabinets or other storage areas. The company 
reserves the right to remove, retain, and disclose the contents found during an inspection. Only 
locks and keys issued by the company may be used for securing company provided desks and 
other storage devices. The company also reserves the right to inspect any and all packages and 
parcels entering and/or leaving our premises.  

Travel Authorization  

Any travel on company business must first be authorized by your manager, who can answer 
questions regarding the company’s travel policies. When using your personal, company, or a 
rented vehicle on company business, you must have in your possession a valid driver’s license, 
and you must have obtained liability insurance covering both bodily injury and property 
damage. The company’s specific mileage allowance and reimbursement schedule will 
determine reimbursement for travel expenses. 

Prohibition Against Retaliation  

If a worksite employee or applicant believes that he or she has been retaliated against for 
disclosing information regarding misconduct under the Code, he/she should file a written 
complaint with any company manager, any company officer, or a TriNet HR Representative. It is 
company policy to encourage worksite employees to come forward with any safety, ethical, or 
legal concerns. Retaliation against those who bring forward these types of related concerns or 
complaints will not be tolerated.  

 
Set Metrics and Report Results Accurately  
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Accurate Public Disclosures  
We will make certain that all disclosures made in financial reports and public documents are 
full, fair, accurate, timely and understandable. This obligation applies to all employees, 
including all financial executives, with any responsibility for the preparation for such reports, 
including drafting, reviewing and signing or certifying the information contained therein. No 
business goal of any kind is ever an excuse for misrepresenting facts or falsifying records. 
Employees should inform Executive Management and the HR department if they learn that 
information in any filing or public communication was untrue or misleading at the time it was 
made or if subsequent information would affect a similar future filing or public communication. 
 
Corporate Recordkeeping  
We create, retain and dispose of our company records as part of our normal course of business 
in compliance with all Striim policies and guidelines, as well as all regulatory and legal 
requirements. 
All corporate records must be true, accurate and complete, and company data must be 
promptly and accurately entered in our books in accordance with Striim’s and other applicable 
accounting principles. 
We must not improperly influence, manipulate or mislead any unauthorized audit, nor interfere 
with any auditor engaged to perform an internal independent audit of Striim books, records, 
processes or internal controls.  
Promote Substance Over Form  
At times, we are all faced with decisions we would rather not have to make and issues we 
would prefer to avoid. Sometimes, we hope that if we avoid confronting a problem, it will 
simply go away.  
At Striim, we must have the courage to tackle the tough decisions and make difficult choices, 
secure in the knowledge that Striim is committed to doing the right thing. At times this will 
mean doing more than simply what the law requires. Merely because we can pursue a course 
of action does not mean we should do so.  
Although Striim’s guiding principles cannot address every issue or provide answers to every 
dilemma, they can define the spirit in which we intend to do business and should guide us in 
our daily conduct.  
 
Accountability  
Each of us is responsible for knowing and adhering to the values and standards set forth in this 
Code and for raising questions if we are uncertain about company policy. If we are concerned 
whether the standards are being met or are aware of violations of the Code, we must contact 
the HR department. 
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Striim takes seriously the standards set forth in the Code, and violations are cause for 
disciplinary action up to and including termination of employment.  
 
Be Loyal  
 
Confidential and Proprietary Information  
Integral to Striim’s business success is our protection of confidential company information, as 
well as nonpublic information entrusted to us by employees, customers and other business 
partners. Confidential and proprietary information includes such things as pricing and financial 
data, customer names/addresses or nonpublic information about other companies, including 
current or potential supplier and vendors. We will not disclose confidential and nonpublic  
information without a valid business purpose and proper authorization. 
 
Use of Company Resources  
Company resources, including time, material, equipment and information, are provided for 
company business use. Nonetheless, occasional personal use is permissible as long as it does 
not affect job performance or cause a disruption to the workplace. 
Employees and those who represent Striim are trusted to behave responsibly and use good 
judgment to conserve company resources. Managers are responsible for the resources assigned 
to their departments and are empowered to resolve issues concerning their proper use.  
Generally, we will not use company equipment such as computers, copiers and fax machines in 
the conduct of an outside business or in support of any religious, political or other outside daily 
activity, except for company-requested support to nonprofit organizations. We will not solicit 
contributions nor distribute non-work-related materials during work hours.  
In order to protect the interests of the Striim network and our fellow employees, Striim 
reserves the right to monitor or review all data and information contained on an employee’s 
company-issued computer or electronic device, the use of the Internet or Striim’s intranet. We 
will not tolerate the use of company resources to create, access, store, print, solicit or send any 
materials that are harassing, threatening, abusive, sexually explicit or otherwise offensive or 
inappropriate.  
Questions about the proper use of company resources should be directed to your manager.  
 
Do the Right Thing  
Several key questions can help identify situations that may be unethical, inappropriate or 
illegal. Ask yourself:  
• Does what I am doing comply with the Striim guiding principles, Code of Conduct and 
company policies? 
• Have I been asked to misrepresent information or deviate from normal procedure? 
• Would I feel comfortable describing my decision at a staff meeting? 
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• How would it look if it made the headlines? 
• Am I being loyal to my family, my company and myself? 
• What would I tell my child to do? 
• Is this the right thing to do? 
 
Information and Resources  
 
Legal Counsel 
Taly Avigdory; taly@Striim.com 
 
Director of Human Resources  
Devyani Abhyankar; devyani@Striim.com 
 
CFO 
Andrew Lubesnick; andy@striim.com 
 
Reports may also be submitted anonymously through the Company’s Ethics and Compliance 
Hotline at the numbers below depending on your region or else you can make a report at 
http://striim.ethicspoint.com/ or compliance@striim.com 

However, we encourage you to consider revealing your identity so that we can properly follow 
up and investigate alleged violations. The Company will ensure that appropriate confidentiality 
measures are taken and will not retaliate against any individual for reporting violations in good 
faith.  

Region Hotline Number 

United States US domestic toll-free # is (833) 778-1532 
 

India (2 step process) First dial 000-117 and then dial the US toll free 
number (833) 778-1532 

United Kingdom (2 step process) First dial 0-800-89-0011 and then dial the US 
toll free number (833) 778-1532 

You must also notify the Compliance Officer of any corrupt, improper, illegal, or other unusual 
requests for payments or other benefits made by officials or employees of investors, vendors, 
business partners, state-owned entities/organizations, or governments. By reporting such 
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matters, you will enable us to explore options to achieve our business goals without having to 
interact with such persons or provide improper benefits. 

 

ACKNOWLEDGMENT 
 
 
I have received a copy of Striim Inc (Striim US) Code of Conduct Document for use by employees 
of Striim US and acknowledge my obligation to read its contents.  I understand that the document 
is intended to provide an overview of Striim US’s policies and procedures and does not 
necessarily represent all such policies and procedures in force. I further understand that Striim 
US reserves all legal rights to add, change, or rescind any policy, plan, or practice, including 
employee benefit plans, at its sole discretion, at any time, with or without notice.  I acknowledge 
that I have read and agreed to abide by and uphold the policies detailed in this document.  
 
 
 
AGREED AND ACCEPTED 
 
 
 
 
Employee Name 
 
 
 
Employee Signature     Date 
 


