
 

WHISTLEBLOWER POLICY 

The Whistleblower Policy (Policy) applies to Arrow Minerals Ltd and any of its subsidiaries and 
associates (collectively defined in this Policy as the Company) and their respective employees, 
officers, consultants, associates and contractors, anywhere in the world. The Policy affirms 
the Company’s responsibility and commitment to full compliance with applicable laws and 
regulations. As a condition of working for the Company, employees are expected to comply 
with the Policy, but it is not intended to be contractually binding and does not form part of an 
employee’s contract of employment. 

1. HOW TO ACCESS THE POLICY 

This Policy is available on the Company’s website (www. arrowminerals.com.au). All new 
employees of the Company will be advised of this Policy during their induction. 

2. PURPOSE OF THE POLICY  

The Company wishes to maintain the highest standards of ethical behaviour and integrity. The 
Policy is intended to achieve this by: 

 encouraging Whistleblowers to raise concerns internally and providing a mechanism 
for them to do so; 

 providing an outline of the reporting and investigation process; and 
 ensuring Whistleblowers are protected, treated fairly and not subjected to victimisation 

or adverse action due to their actions. 

3. WHO IS A WHISTLEBLOWER? 

A Whistleblower is a person (being a current or former, director, manager, employee, 
customer, supplier or other eligible Whistleblower as defined under the Corporations Act 2001) 
who, whether anonymously or not, makes, attempts to make or wishes to make, a disclosure 
in connection with a Reportable Matter. 

4. WHAT IS A REPORTABLE MATTER?  

A Reportable Matter is any concern (actual or suspected) about misconduct or an improper 
state of affairs in relation to the Company or its employees or officers. For example, this may 
include the following conduct, or the deliberate concealment of such conduct: 

a) unlawful, unethical or dishonest conduct in relation to the Company’s: 
o corporate governance; 
o accounting or audit matters; or 
o Tax Affairs, or the Tax Affairs of an Associate of the Company; 

b) unlawful, unethical or dishonest conduct at the Company or by an Officer or employee 
of the Company, such as: 

o fraud, negligence, default, breach of trust, breach of duty, theft, corruption, 
bribery, drug supply or use, violence, intimidation, criminal damage to property 
or breaches of work health and safety laws; 

o material breaches of our Code of Conduct and the Company’s key policies 
(including this policy); or 

o a misuse of company assets, conflicts of interest or abuses of authority; 



 

c) unlawful, unethical or dishonest activity by the Company, or an Officer or employee of 
the Company, that: 

o poses a substantial risk to people, property, operations or the environment; 
o constitutes a danger to the public or financial system; or 
o is damaging to the Company’s financial position or reputation. 

Personal Work Related Grievances  

Disclosures about matters which are solely Personal Work Related Grievances (defined 
below) will not qualify for protection under this policy or the Whistleblower Laws. Generally, 
Personal Work Related Grievances will include a decision about your employment or an 
interpersonal conflict with another employee. If you are unsure whether a proposed disclosure 
qualifies for protection under the Whistleblower Laws, you are encouraged to seek further 
information on the application of this policy from the Whistleblower Protection Officer or an 
independent legal practitioner. 

Personal Work Related Grievances means a grievance about any matter in relation to an 
individual’s employment or former employment which has, or tends to have, implications only 
for the individual personally, where the matter does not: 

a) have significant implications for the Company or any other entity that do not relate to 
the individual; 

b) concern Whistleblower victimisation; or 
c) concern actual or suspected misconduct or an improper state of affairs or circumstance 

in relation to the Company, or any of the following types of actual or suspected conduct 
by the Company or an Officer or employee of the Company: 

o a criminal offence or contravention of the Corporations Act or Australian 
Securities and Investments Commission Act 2001 (Cth); 

o a Commonwealth criminal offence punishable by more than 12 months 
imprisonment; 

o conduct which represents a danger to the public or the financial system; or 
o misconduct or an improper state of affairs or circumstances in relation to the 

Company’s Tax Affairs, or the Tax Affairs of an Associate of the Company. 

 

5. WHISTLEBLOWER PROTECTION OFFICER 

The Company Secretary has been appointed as a Whistleblower Protection Officer. The role 
of the Whistleblower Protection Officer is to safeguard the interests of the Whistleblower in 
accordance with the terms of this Policy and applicable legislation.  

The Whistleblower Protection Officer will have direct, unfettered access to independent 
financial, legal and operational advisors, as required.  

6. WHISTLEBLOWER INVESTIGATION OFFICER 

A Whistleblower Investigation Officer is a person or persons, being a director, manager, 
employee or contractor of the Company, who has responsibility for conducting the 
investigation into a Reportable Matter.  

The Whistleblower Investigation Officer cannot be appointed as the Whistleblower Protection 
Officer. The Whistleblowing Investigation Officer will be appointed by the Chair of the 



 

Company’s Audit Committee, in consultation with the Chief Executive Officer (CEO) (or 
equivalent) (as appropriate).  

The Whistleblower Investigation Officer will be independent of the Whistleblower, anyone who 
is the subject of the Reportable Matter, and any business unit concerned. Where appropriate, 
an individual or organisation external to the Company may be appointed as the Whistleblower 
Investigation Officer. 

7. REPORTING A CONCERN 

The Company’s preferred method of reporting a concern is to make a report to the Company 
Secretary.  

You may also make an internal disclosure to any of the following Reporting Officers: 

 Senior Manager / General Manager 
 Company Director 
 Chair of the Audit Committee 

You may also be able to report your concern to an appropriate external regulatory body, such 
as ASIC and nothing in this Policy should be taken as restricting you from reporting any matter 
or providing any information to a regulatory body, or other eligible recipient in accordance with 
any relevant law, regulation or other requirement. 

8. CONFIDENTIALITY & ANONYMITY 

If the Whistleblower would prefer to remain anonymous, that is their right. However, this may 
affect the Company’s ability to investigate the matter properly and to communicate with the 
Whistleblower about the investigation or its outcome.  

It is also possible for a relative or dependant of the individual to make a disclosure of a 
Reportable Matter on their behalf.  

The identity of the Whistleblower, and information that may lead to their identity being known, 
will be kept confidential, as far as reasonably possible, except in the following circumstances: 

 when the Whistleblower consents to the information being disclosed; 
 when we are required or entitled to disclose the information by law; 
 during the investigation process, when we may have to disclose information (other than 

the direct identity of the Whistleblower) that is reasonable necessary to disclose for the 
purposes of investigating the disclosure; 

 when we need to disclose the information to prevent a serious and imminent threat to 
life, health or property; or 

 to obtain confidential legal advice or representation. 

Should you receive information about the identity of a Whistleblower, you must keep that 
information confidential, except in the circumstances described above. A failure to do so may 
lead to disciplinary action, up to and including termination of employment. You may also be 
subject to criminal and civil penalties under applicable laws if you disclose the identity of the 
Whistleblower, or information which may lead to their identity being known.  

Files and records relating to disclosures of Reportable Matters by Whistleblowers will be 
treated as confidential and stored securely.  



 

9. ACTION REQUIRED WHEN A DISCLOSURE IS MADE 

Once a disclosure is made about a Reportable Matter to a Reporting Officer, the Reporting 
Officer must ensure that the matter is formally reported to the Company Secretary (if 
appropriate, if not then to the Chair of the Audit Committee).  

A Whistleblowing Investigations Officer will be appointed and they will be provided with the 
particulars of the Reportable Matter in order to commence an investigation. 

The Whistleblower Protection Officer will also be advised of the Reportable Matter and will be 
responsible for ensuring the matter is treated confidentially and the Whistleblower is not 
subjected to victimisation or reprisal. 

10. INVESTIGATION PROCESS 

The Whistleblowing Investigations Officer will be responsible for investigating the Reportable 
Matter. 

The format of the investigation will depend on various factors, including who raises the 
concern, the nature and scope of the concern and its degree of seriousness. The objective of 
the investigation is to determine whether there is sufficient evidence to substantiate the 
concern raised in the disclosure.  

The investigation will be conducted in a confidential, thorough, objective and fair manner, 
independent of the Whistleblower, anyone who is the subject of the Reportable Matter, and 
any business unit concerned. To the extent possible, investigation reports will maintain the 
privacy of employees who are mentioned in a disclosure. 

The investigation will be conducted in a reasonable time frame.  

Where the Whistleblower can be contacted (and has not chosen to remain anonymous), the 
Whistleblower Protection Officer will keep the Whistleblower informed of the investigation 
process and the likely time frame and will provide a summary of any findings (subject to 
maintaining confidentiality and the privacy of other individuals). 

The outcome of the investigation will be reported to the CEO (or equivalent) and the Audit 
Committee. If the investigation substantiates the Reportable Matter, the Company is 
committed to addressing and rectifying any wrongdoing to the extent reasonably practicable. 

11. PROTECTION OF A WHSTLEBLOWER 

The Company is committed to protecting a Whistleblower from victimisation and reprisal. A 
Whistleblower must not be personally disadvantaged for disclosing a Reportable Matter, 
whether by dismissal, demotion, harassment, discrimination or other detriment. Any person 
found to have engaged in behaviour that amounts to victimising a Whistleblower or subjecting 
a Whistleblower to any detriment, because of the Whistleblower’s disclosure of a Reportable 
Matter, will be subject to disciplinary action which may include termination of their employment 
or engagement.  

If you believe you have been subjected to victimisation or detriment as a consequence of 
making a disclosure of a Reportable Matter, the Whistleblower Protection Officer should be 
contacted immediately. The Whistleblower Protection Officer is responsible for ensuring 
Whistleblowers are not subjected to any detriment or adverse action as a result of their 
disclosure of a Reportable Matter.  



 

Where necessary, the Company will investigate any complaint of victimisation or adverse 
action alleged to be the result of a Whistleblower disclosing a Reportable Matter. An external 
investigator may be appointed where appropriate.  

The Whistleblower must be advised in writing of the outcome of any such investigation into 
their complaint of victimisation. In addition to the protections under this Policy, Whistleblowers 
are also entitled to protection from victimisation and adverse action by Whistleblower 
protection laws including the Corporations Act 2001 (Cth) and the Taxation Administration Act 
1953 (Cth). These laws provide that a Whistleblower cannot be subjected to any civil, criminal 
or administrative liability for making a protected disclosure. Further, no contractual or other 
remedy can be enforced against a Whistleblower for disclosing a Reportable Matter. 

12. REPORTING WITHOUT REASONABLE GROUNDS 

The disclosure of a Reportable Matter without reasonable grounds could have significant 
effects on the Company’s reputation and its staff. Any deliberate disclosure of a Reportable 
Matter without having reasonable grounds to so do will be treated as a serious disciplinary 
matter. 

13. QUESTIONS 

Any employee with questions about how this Policy should be followed in a particular case 
should contact their supervisor or any member of the Audit Committee. 

 

Approved by the Board:  31 July 2023 

 


