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Today’s Date: Thursday, October 13, 2022
Effective Date:  11/2022
Created Date: 07/2019
POLICY Number:  GA-004-305

Non-Retaliation or Retribution

Responsible Party:  Deborah Hall: CHIEF INTERNAL AUDITOR

Department Leader/Owner:  Deborah Hall: CHIEF INTERNAL AUDITOR

I. Purpose  
The purpose of this Policy is to establish guidance for reporting compliance, ethics concerns, or other 
potential violation of the Code of Conduct, policies, procedures, laws, regulations, or professional 
standards in good faith.

II. Definitions  
For purposes of this Policy, the below terms shall have the meanings set forth below wherever they appear 
in this    Policy, regardless of whether they are capitalized, unless:

A. The context in which they are used clearly requires a different meaning; or
B. A different definition is prescribed for a particular section of this Policy.

Words not defined shall be given their common and ordinary meaning unless the context in which they are 
used requires otherwise.

Harassment:  Unwelcome conduct when: 1) enduring the offensive conduct becomes a condition of 
continued employment, or 2) the offensive conduct is severe or pervasive enough to create a work 
environment that a reasonable person would consider intimidating, hostile, or abusive.

Retaliation: any adverse action, formal or informal, taken against any Workforce Member by a colleague, 
supervisor, or manager because he or she reported or complained about a compliance issue or potential 
violation of the Code of Conduct, policies, procedures, laws, regulations, or professional standards in good 
faith, that would deter a reasonable employee in the same situation from making a complaint, or occurs 
within temporal proximity to the filing of the complaint. A person has reported in "good faith" when the 
information reported was believed to be honest and accurate, even if it was later found out to be 
mistaken.  Acts of Retaliation can occur on or off duty or can occur immediately or later in time. 
Therefore, any report of Retaliation shall be evaluated on a case-by-case basis. 

Formal Retaliation includes, but is not limited to termination, loss of promotion, a less-desirable 
assignments, pay reduction, etc.

Informal Retaliation includes, but is not limited to being ostracized or shunned, coworkers expressing 
feelings of distrust and concern, etc. 

Workforce Member: Any employee, independent contractor, agent, trainee, or other person who 
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performs work for or on behalf of Broward Health. This includes full-time, part-time, and pool employees; 
associates; directors; officers; managers; supervisors; members of the Board and members of standing 
committees; medical staff employed by or otherwise affiliated with Broward Health; and others receiving 
training at any Broward Health facility; and others who provide goods or services to Broward Health.

III. Policy  
1.  All Workforce Members have the affirmative duty to promptly report actual or potential 

wrongdoing, including any violations of law, regulation, policy, procedure, professional 
standards or Code of Conduct in accordance with Broward Health policy, GA-004-004 Duty to 
Report. 

2. All Workforce Members, including leaders at all levels of the organization, have a responsibility 
to create a work environment where concerns can be respectfully raised, openly discussed, and 
reported without fear of Retaliation. 

3. Workforce Members who, in good faith, report a potential violation of law, regulation, policy, 
procedure, professional standards or the Code of Conduct, will not be subjected to Retaliation, or 
Harassment. 

4. Workforce Members may not be Retaliated against for refusing to carry out a directive to engage 
in wrongful or unlawful activity. 

5. Workforce Members who participate in or condone Retaliation, or Harassment in any way will 
be subject to disciplinary actions, up to and including termination. 

6. Workforce Members are encouraged to self-report which is consistent with Broward Health's 
commitment to legal and regulatory compliance and transparency. Although self-reporting may 
be taken into account in determining what, if any disciplinary action is appropriate or warranted, 
it may not exempt or insulate workforce members from disciplinary action, if applicable. 

IV. Procedure  
1. Workforce Members who believe they have been Retaliated against should report the issue in 

accordance with Broward Health policy, GA-004-004 Duty to Report.
a.  Workforce Member should report as soon as possible after the occurrence to an 

appropriate individual, such individuals may include the Workforce Member’s immediate 
supervisor, management, Human Resources, Risk Management, the Chief Compliance 
Officer (CCO), the Office of the General Counsel, or the Corporate Compliance 
Department

b. Any Workforce Member may make a report by using the toll-free Compliance Hotline (1-
888-511-1370) or Employee Advocacy Hotline at 954-473-7323.

2. It is important to file the report of Retaliation as soon as possible after the occurrence as a delay 
can impact the effectiveness of the investigation. Examples of actions that could constitute 
Retaliation include, but are not limited to: 

a. Reducing one’s salary; 
b. Giving a negative performance evaluation; 
c. Making decisions that negatively impact one’s work assignments, vacation, or promotion 

or advancement opportunities (whether employment-related or academic); 
d. Terminating employment; 
e. Workforce Member expressing feelings of distrust and concern; 
f. Different treatment (e.g. ostracizing or shunning);  
g. Creating a hostile environment by engaging in harassing conduct that is sufficiently 

severe, pervasive, and/or persistent. For this purpose, the existence of a hostile 
environment is to be judged both objectively (meaning a reasonable person would find the 
environment hostile) and subjectively (meaning the affected individual felt the 
environment was hostile); and/or 

h. Threats to engage in any of the actions listed above. 
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3. All Workforce Members with oversight of Broward Health employees are responsible for 
reviewing and remaining compliant with this policy including but not limited to: encouraging 
their staff to report wrongdoing and ensuring that employees are not retaliated against for doing 
so. Copies of this policy should be placed throughout the unit/department/work areas. 

4. Retaliation against a Workforce Member for raising or reporting a Wrongdoing will not be 
tolerated. Reports of this nature will be investigated thoroughly and expeditiously by departments 
authorized to conduct investigations on behalf of Broward Health (i.e., Compliance, Human 
Resources, Risk, General Counsel, etc.) with appropriate disciplinary actions taken as necessary, 
up to and including termination of employment. 

5. The confidentiality of employee concerns and problems must be respected and protected at all 
times to the extent that it is legal, practical and adhere, if applicable, to Broward Health's 
Whistle-blower Policy as adopted on January 26, 2021 by the Board of Commissioners of North 
Broward Hospital District via Resolution FY21-11: Resolution Establishing Procedures for 
Handling Whistle-blower Complaints, as codified in Section 6.8 of the Codified Resolutions of 
the Board of Commissioners of the North Broward Hospital District (the "Whistle-blower 
Policy"). 
  

V. Related Policies  
1. GA-004-004 Duty to Report
2. GA-004-238 Enforcement and Discipline
3. GA-004-234 Open Lines of Communication
4. GA-001-160 Investigations

VI. Regulation/Standards  
N/A

.
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VIII. Interpretation and Administration
The Corporate Compliance and Ethics Department will monitor Broward Health's adherence to this 
Policy. Administration and Interpretation of this Policy is the responsibility of the Corporate Compliance 
and Ethics Department in consultation with the Office of the General Counsel and Human 
Resources. This policy will be reviewed in accordance with GA-001-000 Policy Management and 
Administration. 

https://www.govregs.com/regulations/title42_chapterIV_part483_subpartB_section483.85

