
valtechgroup.eu

Whistleblowing 
policy 

_0IQWC_VAL-5392_Whistleblowing Policy_EN.indd   1_0IQWC_VAL-5392_Whistleblowing Policy_EN.indd   1 11/10/2024   07:2411/10/2024   07:24



Last change: 31/05/2024

Revision: annual

Whistleblowing policy

Drawn up by: Pauline Vannieuwenhuyse

Approved by:  Frank Vandeputte, on behalf of the Board of Directors of Valtech Group.

Revised by: Edward Vandeputte

_0IQWC_VAL-5392_Whistleblowing Policy_EN.indd   2_0IQWC_VAL-5392_Whistleblowing Policy_EN.indd   2 11/10/2024   07:2411/10/2024   07:24



Introduction	 4

Definitions	 6

Scope	 8

Submitting a report and follow-up steps	 9

Selecting the most suitable whistleblowing channel	 9
Submitting a report through the internal whistleblowing channel	 11
Admissibility and preliminary investigation	 12
Investigation	 12
Final reporting	 13
Submitting a report through the external whistleblowing channel	 13

Disclosure of a violation in  
exceptional circumstances	 14

Protections for the  
whistleblower’s position	 15

Conditions for protection	 15
Confidentiality	 16
Prevention of retaliation, such as sanctions or unfair treatment	 16
Abuse of the whistleblowing policy	 18
Personal data processing and your rights	 18
Retention period	 19
Sanctions	 19
Cooperation from management	 19
Other provisions	 19

_0IQWC_VAL-5392_Whistleblowing Policy_EN.indd   3_0IQWC_VAL-5392_Whistleblowing Policy_EN.indd   3 11/10/2024   07:2411/10/2024   07:24



Introduction 
The Code of Conduct of Valtech Group (hereinafter referred to as the “employer”) sets out core values, standards 
and ground rules for all companies in the group, to be respected in all our contacts and interactions with customers, 
suppliers, authorities, shareholders, and workers.

Given the employer’s commitment to and high demands for openness and integrity, the employer calls upon all 
workers who are concerned about an (alleged) violation of the employer’s Code of Conduct or about violations 
of European and Belgian law as listed in Section 3, to express these concerns without fear of sanctions, unfair 
treatment, or other retaliation. 
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A whistleblowing policy has been developed as a guideline for 
raising such concerns. This policy describes the protections 
afforded to whistleblowers, as well as how a whistleblower can 
report a violation and the follow-up that will be given to it. The 
employer does not expect an individual whistleblower to be able to 
prove that an allegation is justified. However, they must be able to 
show that there is sufficient reason to believe that something is 
wrong.

The general rule is that reports or suspicions of integrity 
violations first be discussed with the immediate supervisor or 
their superior. If this is not possible or does not lead to the desired 
response, a whistleblower can also always contact the employer’s 
(internal/external) confidential advisor or internal auditor. This 
whistleblower policy does not affect the rules governing the 
exercise of the right to consult the workers’ representative or 
trade unions and on the protection against unjustified retaliatory 
measures resulting from these consultations. 

If, for whatever reason, there are no other options left to raise 
the concern, a whistleblower can use the internal whistleblowing 
channel or an independent external reporting center. If this is no 
longer an option at all, the whistleblower can make the violation 
public. 

The organization of the internal whistleblowing channel, the 
procedures to be followed for internal whistleblowing and the 
follow-up of concerns raised are set up after consultation with the 
social partners.

5
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Violation : 
acts or omissions that are unlawful and relate to the 
domains listed under Article 3 “Scope”, or that go against 
the purpose or application of the regulations that fall 
within the scopes listed in Article 3. 

Information on violation : 
information, including reasonable suspicions, about 
actual or potential violations, which have occurred or are 
highly likely to occur, as well as attempts to conceal such 
violations.  

Definitions  

Whistleblower : 
an individual who reports a violation or discloses 
information about a violation verbally or in writing in the 
context of their work-related activities. A work-related 
activity or context refers to current or past professional 
activities in the private sector through which, regardless 
of the nature of those activities, individuals may 
obtain information about violations and where those 
individuals may face retaliation if they were to report such 
information. The whistleblower may be a (future) worker, 
former worker, independent service provider, volunteer, 
(un)paid trainee, (employee of a) customer, supplier or 
(sub-)contractor, shareholder or a person belonging to 
the administrative, management or supervisory body of 
a company who, in a professional context, has obtained 
information about a possible violation that they wish to 
report. 

6
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Facilitator : 
a natural person who assists a whistleblower in the 
whistleblowing process and whose assistance must be 
confidential.

Person concerned : 
a natural person (e.g. a coworker) or a legal entity (e.g. 
a firm) named in the report or disclosure as a person to 
whom the violation is attributed or who has been linked to 
the violation. 

Report administrator  : 
the impartial person or department authorized to follow 
up on reports of violations, maintain communication 
with the whistleblower, request additional information 
from the whistleblower as necessary, provide feedback 
to the whistleblower, and receive and process reports as 
appropriate. 

Internal auditor : 
any person who fulfills the internal audit function for the 
employer.

Retaliation : 
a direct or indirect act or omission in response to an 
internal or external report or disclosure, and which results 
or may result in unjustified prejudice to the whistleblower.

7
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For the purposes of this policy, a distinction is made 
between social integrity on the one hand and business 
integrity on the other. 

Confidential work in the area of social integrity deals with 
inappropriate behavior such as bullying, discrimination 
on the basis of gender, age, disability, sexual orientation, 
sexual life, racial or ethnic origin, religious or philosophical 
beliefs, unwanted sexual behavior, violence, ... This calls 
for a different approach. However, despite the employer 
considering inappropriate behavior to be behavior that 
does not meet the demands of integrity, inappropriate 
behavior does not fall within the specific scope of the 
whistleblower legislation. 

That said, the violation of business integrity, as 
further specified below, concerns, among other things, 
the handling of confidential information, material and 
goods, safety and health, and contacts with (potential) 
customers and suppliers. It also covers integrity violations 
related to accounting, financial, banking, auditing, bribery 
and competition matters. 

The difference between the two is that socially 
inappropriate behavior often involves directly identifiable 
persons between whom the inappropriate behavior 
occurs, while business integrity issues can be identified 
and discussed without the whistleblower (e.g., as a 
victim) having to be directly involved. In practice, the 
division between social and business integrity is not 
always clear-cut. As a guideline, inappropriate behavior is 
primarily directed against an individual and other integrity 
violations are rather directed against (the interests of) 
one’s own organization, external organizations or society 
as a whole.

Scope  

Business integrity violations concern the following areas 
of European and Belgian law: 

•	 Government contracts 
•	 Financial services, products and markets, prevention of 

money laundering and terrorist financing 
•	 Product safety and product conformity 
•	 Transport safety 
•	 Environmental protection 
•	 Radiation protection and nuclear safety 
•	 Food and feed safety, animal health and animal welfare 
•	 Public health 
•	 Consumer protection 
•	 Protection of privacy and personal data, and security of 

network and information systems 
•	 Violations related to the European Union’s internal 

market such as violations of state aid and competition 
rules: anti-competitive conduct and contracting, abuse 
of pricing powers, abuse of dominant position, ...; 

•	 Tax fraud 
•	 Social fraud prevention 
•	 Violations affecting the financial interests of the 

European Union 

These reports must be made according to the procedure 
described below to enjoy legal protection from retaliation.

8
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Selecting the most suitable whistleblowing channel 

A whistleblower has several methods available to report a violation. Social and interpersonal integrity violations are best 
reported through the first three channels listed. A whistleblower should report violations that fall within the scope of the 
whistleblowing policy through one of the methods listed below. Methods 4, 5, and 6 are specifically provided for business 
integrity violations in the context of whistleblowing and can only be used in that context.

Submitting a report 
and follow-up steps   

9
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1)	 A report of an (alleged) violation should first be 
submitted to the supervisor. 

2)	 If circumstances do not permit this, or if the 
supervisor does not respond adequately to the 
report, the whistleblower may report an (alleged) 
violation to a local confidential advisor or 
internal auditor. 

3)	 The whistleblower also always has the right to 
consult their employee representatives or trade 
unions, and they will continue to be protected 
from unjustified retaliatory measures as a result 
of these consultations. 

4)	 If the whistleblower feels that for some reason 
they cannot turn to any of these individuals, 
they may submit an internal report. An internal 
report is a report of a violation within a legal 
entity (the company) by providing information 
about violations verbally or in writing through 
the internal whistleblowing channel. The 
procedure for this channel is detailed under 
“b. Submitting a report through the internal 
whistleblowing channel.” 

5)	After the whistleblower has used the internal 
whistleblowing channel, or in the exceptional 
case that the whistleblower feels that they 
cannot use the internal whistleblowing channel 
despite the guarantees laid down in this policy 
(such as confidentiality, protection against 
retaliation, and the like), they can submit a 
report externally, either verbally or in writing 
through the Federal Ombudsman’s external 
whistleblowing channel (Klokkenluiders 
(Whistleblowers)) organized by the Belgian 
government as further explained under “c. 
Submitting a report through the government’s 
external whistleblowing channel.” 

6)	A public report or disclosure of 
information on violations is possible 
if the strict conditions specified 
under “d. Disclosure of a violation in 
exceptional circumstances” are met. 

10
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Submitting a report through the 
internal whistleblowing channel  

Whistleblowing reports can be submitting verbally and in writing via 
e-mail :  ethics@valtechgroup.eu

A report must at least contain the following information: 

•	 The name, address, job, and contact details of the whistleblower if 
they have opted not to submit the report anonymously; 

•	 The date of the report; 

•	 A detailed description of the (alleged) violation, such as 

-	 a description of the (alleged) 
violation; 

-	 possibly with supporting material 
(documentation or evidence); 

-	 identification of the possible 
person(s) or company department(s) 
concerned; 

-	 where the violation occurred; 
-	 when the violation occurred; 
-	 how and when the whistleblower 

noticed or was notified of the 
violation; 

-	 what your relationship is with the 
company (employee, freelancer, 
supplier, shareholder, ...) insofar as 
the whistleblower has not opted to 
submit the report anonymously; 

-	 the impact of the incident (for the 
company, for the public interest, …) 

-	 and all other information relevant to 
the (alleged) violation

The report is always recorded in a secure 
registration system equipped with the required 
technical and organizational security measures 

and access management.

The employer has designated a report 
administrator who is the most appropriate 
person or department within the organization to 
confidentially and independently manage reports 
without risk of conflict of interest. The report 
administrator is: Joris Corveleyn.

11
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Investigation  
 

•	 The CEO will decide on the basis of the aforementioned 
opinion whether or not an investigation must be 
carried out and, if so, which investigation committee to 
designate for it: either the report administrator or the 
Internal Audit department, always assisted by internal or 
external experts, or an external party that may also be 
assisted by an internal employee or employees. 

•	 The whistleblower will also be notified in writing that an 
in-depth investigation is being initiated. 

•	 The investigation committee will conduct the 
investigation within a reasonable time span. As a 
general rule, the deadline is set at no more than three 
months after confirmation of receipt was sent to the 
whistleblower. Within this time span, the whistleblower 
will also receive feedback on the follow-up, any actions 
planned or taken, and the reasons for that follow-up. 

•	 The whistleblower will receive general information 
about the progress of the investigation and its outcome 
throughout the investigation and, therefore, also after 
the initial three-month period, unless the whistleblower 
does not wish to do so or it is detrimental to the 
whistleblower or to the investigation, or unless there are 
other legitimate reasons not to inform the whistleblower. 

Admissibility and preliminary 
investigation  

The report administrator will send the whistleblower 
written confirmation of receipt of the report within seven 
(7) days.

•	 The report administrator will first verify admissibility 
of the report and make an initial assessment. The 
primary purpose of this initial assessment is to assess 
the nature, reliability and accuracy of the information 
provided. 

•	 Depending on this assessment, the report administrator 
will be able to decide whether the report is inadmissible, 
in which case they must inform the whistleblower in 
writing of the reason for rejection, or whether they will 
conduct a further preliminary investigation. 

If a preliminary investigation is initiated and the report 
administrator concludes that further investigation is 
warranted, an anonymized opinion will subsequently be 
submitted, with the whistleblower’s consent, to the CEO 
of the company where the violation occurred, unless, the 
CEO (or CEOs if there are multiple companies involved) 
is themselves a person concerned, in which case this 
opinion will be submitted to the Chairman of the Board of 
Directors. This opinion sets out the reasons why further 
investigation is needed and includes an initial action plan. 

If the preliminary investigation reveals that a false report 
was made intentionally, the case will be turned over to the 
employer’s human resources director for further action. 

12
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Submitting a report through 
the external whistleblowing 
channel 

After first reporting the violation through an internal 
whistleblower channel, the (anonymous) whistleblower 
may report a violation through an external government 
whistleblowing channel if the internal procedure has not 
led to appropriate action being taken. The whistleblower 
may also report the matter immediately through the 
government’s external whistleblowing channel. 

The external whistleblowing channel accepts written 
and verbal reports. A verbal report can be submitted 
by telephone or other voice messaging systems and, if 
requested by the whistleblower, in a personal meeting held 
within a reasonable time span. The Belgian government’s 
external whistleblowing channel is accessible on the 
following website : 

https://www.federaalombudsman.be/nl/klokkenluiders/
meld-een-integriteitsschending-of-inbreuk-op-
dewetgeving

The independent external whistleblowing channel will send 
confirmation of receipt within seven (7) days unless: 

•	 the whistleblower has explicitly stated that they do not 
want this; 

•	 sending confirmation of receipt may undermine the 
protection of the whistleblower’s identity. 

The external whistleblowing channel will provide feedback 
to the whistleblower within three months or, in special 
cases, six months on the planned follow-up or action 
taken and the reasons for that follow-up, unless a legal 
provision prevents it. The external whistleblowing channel 
will notify the whistleblower of the final outcome of the 
investigations. 

The competent authorities may decide that a reported 
violation is clearly of minor importance or was already 
the subject of previous reports on the same facts without 
additional new elements having been reported, which 
will lead to them closing the procedure. The competent 
authorities will inform the whistleblower of their decision 
and the reasons for it.

 Final reporting stage 
 

The final reporting stage includes the following steps: 

•	 The investigation committee reports its findings in 
writing to the CEO or CEOs, who decide(s) what action 
to take. 

•	 The report administrator notifies the whistleblower that 
the investigation committee’s findings have been sent to 
the CEO or CEOs. 

•	 The whistleblower’s identity will be masked in the final 
report, unless the whistleblower has given their written 
consent to their identity being disclosed. The identity 
of the person(s) concerned will be included only if the 
investigation of the reported violation has resulted in 
verifiable facts. 

•	 If the CEO or CEOs believe(s) that sanctioning action 
must be taken, they will provide the appropriate person 
in management with a copy of the final report. 

13
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An (anonymous) whistleblower who discloses a violation by making information about violations 
publicly available (e.g., through the media) is eligible for protection if the following conditions are 
met:

1. The whistleblower has first made an internal or external report as required under b) or c) but no 
appropriate action was taken; and,

2. The whistleblower has valid reason to assume that:

•	 the violation may pose an imminent or real danger to the public interest; or 

•	 if the violation is reported through the external whistleblowing channel, there is a risk of 
retaliation, or the violation is unlikely to be effectively remedied, due to the particular 
circumstances of the case, because, for example, evidence may have been withheld or 
destroyed, or an authority may collude with the perpetrator of the violation or itself be involved 
in the violation. 

Disclosure of a 
violation in exceptional 
circumstances   

14
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Protections for the 
whistleblower’s 
position    
Conditions for protection 

Whistleblowers will enjoy protection if: 

•	 they have reasonable grounds to believe that the 
reported information about violations was accurate at 
the time of reporting and that such information falls 
within the scope of this policy. The whistleblower will not 
cease to be protected on the sole ground that the report 
made in good faith was found to be false or unfounded; 
and 

•	 they reported the information through the internal or 
external whistleblowing channel. The whistleblower will 
also receive protection if they disclose the violation only 
after having first made an internal or external report. 

Anonymous whistleblowers who reported or disclosed 
information about violations, but were later identified and 
subject to retaliation, are eligible for protection if they 
meet these conditions for protection. 

The following persons and legal entities will be afforded 
protection if they have good reason to believe that the 
whistleblower falls under the protection condition:

•	 Facilitators; 

•	 Third parties with links to the whistleblowers who may 
be victims of retaliation in a work-related context, such 
as coworkers or family members of the whistleblowers; 

•	 Legal entities owned by the whistleblowers, for which the 
whistleblowers work, or with which the whistleblowers 
are otherwise connected in a work-related context. 

15
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Confidentiality  

The report administrator, including the authorized 
personnel responsible for receiving and following up on 
reports, will keep the whistleblower’s identity confidential. 
The report administrator is also designated because 
of their qualities in ensuring confidential handling of 
the case and the whistleblower’s identity, and because 
their independence to avoid conflicts of interest. More 
specifically, communications regarding the identity or any 
elements enabling tracing of the whistleblower’s identity 
will be prohibited while a report is being processed. The 
duty of confidentiality also applies if an anonymous 
whistleblower is still directly or indirectly identifiable 
through other information. 

The report administrator may only disclose the 
whistleblower’s identity: 

•	 if the whistleblower specifically consents to it in writing; 
or 

•	 if the whistleblower intentionally breaks confidentiality. 

Confidentiality of the whistleblower’s identity will 
not apply if mandatory laws require disclosure in the 
context of investigations by national authorities or 
judicial proceedings. The competent authority will inform 
whistleblowers in advance of the reasons for disclosure 
unless doing so would jeopardize investigations or legal 
proceedings.

Anyone directly or indirectly involved in the handling of 
a report of a (suspected) violation is obliged to maintain 
confidentiality regarding everything entrusted or 
disclosed to them in connection therewith (such as the 
report, the preliminary investigation and the investigation 
itself) vis-à-vis anyone who is not authorized to know and 
to the extent that such obligations follow from the nature 
of the matter at hand. 

The internal reporting channel for the receipt of reports 
is designed, set up, and managed to securely protect 
the confidentiality of the whistleblower’s identity and 
any third parties named in the report and to which 
unauthorized personnel do not have access. 

Prevention of retaliation, 
such as sanctions or unfair 
treatment  

Retaliation is a direct or indirect act or omission in a 
work-related context that is to the detriment of the 
whistleblower in response to an internal or external report 
or disclosure, and which results or may result in unjustified 
prejudice to the whistleblower. Any form of retaliation 
including threats and attempts of retaliation is prohibited 
and this specifically concerns: 

1)	 suspension and dismissal or similar action; 

2)	 demotion or being denied a promotion; 

3)	 transfer of duties, change of work location, pay cut, 
change in working hours; 

4)	 being denied training; 

5)	 negative performance review or reference; 

6)	 imposing or applying disciplinary action, reprimand or 
other sanction, such as a financial penalty; 

7)	 coercion, intimidation, harassment, or exclusion; 

8)	 discrimination, adverse or unequal treatment; 

9)	 failure to convert a temporary employment contract 
into a permanent employment contract, in the event 
that the worker had a legitimate expectation that they 
would be offered permanent employment; 

10)	 not extending or early termination of a temporary 
employment contract; 

11)	 damage, including reputational damage, especially on 
social media, or financial losses, including loss of sales 
and revenue; 

12)	 blacklisting based on an informal or formal agreement 
for an entire sector or industry that prevents the 
person from finding employment in the sector or 
industry; 

13)	  early termination or cancellation of a contract for the 
provision of goods or services; 

14)	 revocation of a license or permit; 

15)	 referrals for psychiatric or medical treatment. 

16
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Whistleblowers acting in accordance 
with this whistleblowing policy can make 
their report without jeopardizing their 
employment status or having to fear any 
other adverse consequences. This implies 
that they will not be prejudiced in any 
way in their position as a result of the 
concern they raised, insofar as they are 
acting in good faith. 

Retaliation against whistleblowers as a 
result of a truthful report is considered 
a serious violation of this whistleblowing 
policy, in which case the employer will 
take appropriate action to protect the 
whistleblower and to sanction those 
responsible for the retaliation. 

Workers who believe they have been 
adversely affected as a result of a report 
should notify the report administrator 
as soon as possible. The victim of 
retaliation may also file a substantiated 
complaint with the federal coordinator, 
who will initiate extrajudicial protection 
proceedings if they have established a 
reasonable suspicion of retaliation. 

The federal coordinator will engage with 
the employer to verify the existence of a 
reasonable suspicion of retaliation. The 
employer will respond to such a request 
from the federal coordinator within 20 
days.

17
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Personal data processing and 
your rights  

In the context of this whistleblowing policy, the employer 
is the controller of personal data. This implies that both 
the whistleblower and the person concerned (i.e. the data 
subject for purposes of personal data protection under 
the General Data Protection Regulation) can contact the 
employer to exercise their right of information, access, 
rectification, portability and deletion of data, taking into 
account the following restrictions: 

•	 The data subject/person concerned (i.e. the subject of 
the reported violation) has no right of access to the 
whistleblower’s identity or that of third parties (or to 
elements that could allow their identification), unless 
these have agreed to the sharing of their identity or in 
the event of a false report or defamatory allegation by 
the whistleblower or false testimony from a third party; 

•	 The whistleblower does not have the right to access 
either to the personal data of the person concerned, 
nor to the personal data of a third party, unless the 
investigation shows that the person concerned has 
wrongly accused the whistleblower (e.g. stating that 
the whistleblower themselves was involved in the 
wrongdoing they reported), or when third parties act in 
bad faith (e.g. false testimony). 

•	 The personal data of the parties involved will not be 
deleted as long as the internal and/or external (police/
judicial/administrative) investigation is ongoing. 

Your personal data will not be transferred to third 
countries that do not provide an adequate level of 
protection of your personal data.

During the whistleblowing procedure, the name, job and 
contact details of the whistleblower and the person 
concerned will be processed alongside the facts of the 
case. The processing of these personal data is necessary 
in the context of the law of November 28, 2022, on the 
protection of whistleblowers of violations of European 
Union or national law established within a legal entity in 
the private sector (Art. 6(1)(c) GDPR). A report may be 
forwarded to a processor (a service provider such as a 
cloud storage provider or report management tool) on the 
basis of the employer’s legitimate interests to process 
this data efficiently for the purpose of managing the 
reports, to guarantee anonymity, for access management 
purposes, etc. (Article 6(1)(f) GDPR). 

If you have any further questions regarding the safeguards 
implemented to protect your personal data and regarding 
the processing of your personal data in the context of the 
whistleblowing policy or to request your right of access 
to, rectification or portability of data, or deletion of your 

Abuse of the whistleblowing 
policy  

The employer will assume that a whistleblower reports 
a violation in good faith. If, upon further investigation, 
the report administrator is unable to find confirmation 
of certain reports or if reports prove to be unfounded, no 
measures will be taken against whistleblowers who have 
expressed their concerns in good faith. 

The employer may, however, ban whistleblowers from 
deliberately submitting reports that they know or are 
expected to know are incorrect. The employer will impose 
appropriate sanctions in response to deliberately false 
reports in accordance with the sanctions stipulated in 
the employment regulations. A whistleblower who reports 
in bad faith can be held liable for any loss or damage 
suffered by the person concerned as a result of false 
reports. 

Whistleblowers who have deliberately reported or made 
public false information may be criminally prosecuted for 
insulting persons’ honor or good name.

18
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personal data to the extent that the exercise of the rights 
fall within the legal conditions, please send an email to 
privacy@valtechgroup.eu.  

If, after contacting the employer, you still wish to file a 
complaint regarding the processing of your personal data, 
please contact the competent supervisory authority, i.e., 
the Belgian Data Protection Authority. 

The government responsible for the external whistleblower 
channel is the data controller for these purposes. This 
means that in the event of external reports, please 
contact the government to exercise your rights.

The competent authorities and the Federal Institute for 
Human Rights (accessible by clicking this link: https://
federaalinstituutmensenrechten.be/nl/contact) will inform 
and advise you on support measures, such as:  

•	 information and advice on available remedies and 
proceedings that provide protection against retaliation, 
as well as the rights of the data subject; 

•	 technical advice regarding authorities involved in the 
protection of the whistleblower; 

•	 legal assistance and financial assistance in judicial 
proceedings; 

•	 technical, psychological, media-related and social 
support. 

Retention period  

Any personal data processed as part of the whistleblowing 
policy will not be kept for longer than necessary for 
internal and/or external (police/judicial/administrative) 
investigations. In case of a police investigation or 
administrative, judicial or disciplinary proceedings, the 
data will be archived after expiry of the applicable statute 
of limitations or appeal period or retained for up to two 
months thereafter.

Sanctions  

The violations listed in the “Scope” section of this 
whistleblowing policy and confirmed in the final report 
following the investigation of a complaint submitted 
under this whistleblowing policy may give rise to sanctions 
(including a warning, dismissal for urgent reason) as 
defined, among others, in the labor regulations or 
employment contract. 

In addition to these employment-related sanctions, the 
data subject or the whistleblower acting in bad faith 
may, depending on the nature of the violation and the 
applicable law, incur additional sanctions, such as criminal 
penalties and damages.

Cooperation from 
management  

For the purpose of properly embedding this whistleblowing 
policy, management will: 

ensure that this policy is available and known to all 
workers; 

take all matters relating to reports of integrity 
violations very seriously, take timely action, and ensure 
confidentiality and diligence. 

Other provisions  

This policy will be reviewed within two years of its entry 
into force. Cases not provided for in this policy will be 
placed at the discretion of the chairman of the audit 
committee.
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