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1 What Is the purpose of this Policy? 

The Company is committed to conducting business honestly, with integrity, and in accordance with its values 
and standards of expected behaviour. 

The Board has approved this speak up policy (Policy) in order to: 

• encourage people to speak up if they become aware of Potential Misconduct; 
• explain how to speak up and what protections a discloser will receive; 
• outline the Company's processes for responding to speak up reports; and 
• promote a workplace environment in which everyone feels safe, supported and encouraged to speak 

up. 

The Board will not tolerate anyone being discouraged from Speaking Up or being subject to detriment because 
they want to speak up or they have done so. Disciplinary action, up to and including termination of employment 
or engagement, may be imposed on anyone shown to have caused detriment to a person in connection with 
Speaking Up. 

2 What is Speaking Up? 

Anyone with information about Potential Misconduct is encouraged to report that information to a Recipient 
(i.e. to “speak up”). If in doubt, speak up. 

The Recipients to whom you are encouraged to speak up are set out in section 5 below. 

3 What Is potential misconduct? 
 

 

 

 

 

 

 

 

 

 
  

Potential Misconduct is any suspected or actual 
misconduct or improper state of affairs or 

circumstances in relation to the Company. This 
will include conduct in relation to an employee or 

officer of the Company.  

You should Speak Up even if you are unsure if 
something is Potential Misconduct. 

Potential Misconduct does not generally 
include personal work related grievances. 

Personal work related grievances are 
grievances relating to your employment that 
have implications for you personally (such as 

a disagreement between you and another 
employee or a decision about your 

promotion). 

Generally, these grievances should be raised 
via Human Resources to allow those issues 

to be resolved most effectively. In some 
cases, these grievances may qualify for legal 

protection (see Attachment 1). 
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Examples of Potential Misconduct include, but are not limited to: 

• breach of laws or regulations; 

• breach of the Code of Conduct or other 
Company policies, standards or codes; 

• criminal activity; 

• bribery and corruption; 

• conduct endangering health and safety, or 
causing damage to the environment; 

• dishonest or unethical behaviour; 

• information that indicates a danger to the 
public or to the financial system; 

• conflicts of interest; 

• anti-competitive behaviour; 

• victimisation or harassment; 

• financial fraud or mismanagement; 

• insider trading; 

• unauthorised use of the Company's confidential 
information; 

• conduct likely to damage the Company’s 
financial position or reputation; and 

• deliberate concealment of the above. 

4 Who can speak up? 

Anyone with information about Potential Misconduct is encouraged to speak up. This includes all of the 
Company's current and past Employees, Directors, Suppliers and Associates. 

5 Who should I tell? 

The Company encourages you to speak up to one of the following Recipients: 

• Company Secretary; 
• Chief People & Culture Officer; and 
• Chair of the Board (if your concern relates to Executives, or any Recipient named in this Policy, you are 

encouraged to feel comfortable contacting the Chair of the Board) 

The contact details of the Recipients can be found in Attachment 2 below. You can make your report by email, 
telephone or in person. 

6 What information should I provide? 

You should provide as much information as possible, including details of the Potential Misconduct, people 
involved, dates, locations and if any more evidence may exist. 

When Speaking Up you will be expected to have reasonable grounds to believe the information you are 
disclosing is true, but you will not be penalised if the information turns out to be incorrect. However, you 
obviously must not make a report that you know is not true or is misleading. Where it is found that a person has 
knowingly made a false or misleading report, this will be considered a serious matter and will result in disciplinary 
action. A disclosure form is set out in Attachment 2. 

7 Can I make an anonymous report? 

The Company encourages the reporting of Potential Misconduct, however we appreciate that Speaking Up can 
be difficult. 

You can make an anonymous report if you do not want to reveal your identity. However, we encourage you to 
provide your name because it will make it easier to investigate and address your report. 
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If you do not provide your name, any investigation will be conducted as best as possible in the circumstances. 
However, an investigation may not be possible unless sufficient information is provided, and it may make it 
difficult to offer you the same level of practical support if we do not know your identity. 

If you do provide your name, it will only be disclosed if you provide your consent, or in exceptional circumstances 
where the disclosure is allowed or required by law (e.g. in dealings with a Regulator). If you have concerns about 
this, you can discuss this with the Recipient. 

8 How will the Company respond to a report? 

All reports made under this Policy will be received and treated sensitively and seriously, and will be dealt with 
promptly, fairly and objectively. 

• the Company's response to a report will vary depending on the nature of the report and the amount 
of information provided. Your report may be addressed and resolved informally (such as assisting 
employees to change their behaviour) or through formal investigation. 

• while Speaking Up does not guarantee a formal investigation, all reports will be properly assessed and 
considered by the Company and a decision made as to whether they should be investigated. 

• any investigations commenced will be conducted in a timely manner and will be fair and independent 
from any persons to whom the report relates. All Employees and Contractors must cooperate fully with 
any investigations. 

• when appropriate, a person being investigated will be provided with details of the report that involves 
them (to the extent permitted by law) and be given an opportunity to respond. 

• where an investigation identifies a breach of the Company's Code of Conduct or internal policies or 
procedures, appropriate disciplinary action will be taken. This may include but is not limited to 
terminating or suspending the employment or engagement of the person(s) involved in the 
misconduct. 

9 What protections exist if I speak up under the Policy? 

9.1 Protecting your Identity 

The Company will look to protect the identity of people who speak up. Your identity (and any information the 
Company has because of your report that someone could likely use to work out your identity) will only be 
disclosed if you give your consent to the Company to disclose that information or in exceptional circumstances 
where the disclosure is allowed or required by law. 

9.2 Protecting you from detriment 

No person may cause detriment to someone else (or threaten to do so) because of a belief that person has 
made a report under this Policy or will speak up. Examples of detriment include discrimination, harassment, 
causing physical or psychological harm, damaging property, and varying an Employee’s role or duties. 

You should tell a Recipient listed in section 5 if you or someone else, is being, or has been subject to detrimental 
conduct. The Company will treat this very seriously. 

Any person involved in detrimental conduct will be subject to disciplinary action. In some circumstances, this 
may also be a criminal offence punishable by imprisonment. 

9.3 Other protections available 

The Company is committed to making sure that you are treated fairly and do not suffer detriment because you 
speak up. The protections offered will depend on things such as the Potential Misconduct and people involved. 
Protections may include the following: 
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• monitoring and managing the behaviour of other employees; 
• relocating employees (which may include the people alleged to have been involved in the Potential 

Misconduct) to a different division, group or office; 
• offering you a leave of absence or flexible workplace arrangements while a matter is investigated; 
• access to support from the Company (such as counselling or other support services); and/or 
• rectifying any detriment that you have suffered. 

The Company will look for ways to support all people who speak up, but it will of course not be able to provide 
non-employees with the same type and level of support that it provides to employees. In all cases, the Company 
will seek to offer as much support as practicable. 

Further information regarding the protections afforded under Australian law to persons who speak up is 
available in Attachment 1 to this Policy. 

10 Reporting 

The Board will receive a summary of reports made under this Policy on regular basis. The Board will be provided 
additional information about any material incidents raised. 

11 Further Information 

Any questions about this Policy or Speaking Up can be referred to the Company Secretary. 

This Policy will be available on the Company's public website and on the Company's Share Drive. This Policy will 
be reviewed from time to time and amended as required. 

This Policy does not form part of terms of employment and may be amended from time to time. 

 

 

 

  



 

 

GV-P-011 Ver1           6 

Attachment 1 

Information on protections provided by law 

1 Additional legislative protections 

You are encouraged to speak up under this Policy. However, the law offers protections in other cases (for 
example, you can report Potential Misconduct to people other than Recipients). 

If you make a “protected disclosure” under the law that does not comply with the speak up Policy, you will still 
be entitled to the legal protections outlined in this Attachment. 

Please contact a Recipient if you would like more information about legal protections. 

2 Protected disclosures 

Certain information that is disclosed to certain people or organisations is protected by law. Examples of this 
information and recipients are outlined in the following table. 

 

 

 

Information reported or disclosed Recipient of disclosed information 

• Information about actual or suspected misconduct, or 

an improper state of affairs or circumstances in 

relation to the Company or a related body corporate 

• This includes information that the Company or any 

officer or employee of the Company or a related 

body corporate has engaged in conduct that: 

– contravenes or constitutes an offence against 

certain legislation (e.g. the Corporations Act); 

– represents a danger to the public or the financial 

system; or 

– constitutes an offence against any law of the 

Commonwealth that is punishable by 

imprisonment for a period of 12 months or more 

• A person authorised by the Company to  receive 

protected disclosures – i.e. Recipients under this 

Policy 

• An Officer or Senior Manager of the Company or a 

related body corporate 

• An Auditor, or a Member of an Audit Team 

conducting an audit, of the Company or a related 

Body Corporate 

• An Actuary of the Company or a related Body 

Corporate 

• ASIC or APRA 

• A Legal Practitioner for the purpose of obtaining 

legal advice or legal representation 

• Information about misconduct, or an improper state 

of affairs or circumstances, in relation to the tax 

affairs of the Company or an associate, which the 

employee considers may assist the recipient to 

perform functions or duties in relation to the tax 

affairs of the Company or an associate 

• An Auditor, or a Member of an Audit Team 
conducting an audit, of the Company or a related 
body corporate  

• A registered Tax Agent or BAS Agent who provides 
tax services or BAS services to the Company or 
related Body Corporate  

• A Director, Secretary or Senior Manager of the 
Company  

• An Employee or Officer of the Company or related 
Body Corporate who has functions or duties that 
relate to the tax affairs of the Company or related 
Body Corporate 

• Information that may assist the Commissioner of 

Taxation to perform his or her functions or duties 

under a taxation law in relation to the Company 

• Commissioner of Taxation 
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The law also protects certain disclosures made in “emergency” and “public interest” situations, in which case 
disclosures can be made to additional recipients following a special process under the law (including members 
of parliament and professional journalists). 

Please contact the Company’s Company Secretary if you would like more information about emergency and 
public interest disclosures. 

Personal work-related grievances 

Legal protection for disclosures about solely personal employment related matters are only available under the 
law in limited circumstances. A disclosure of a personal work- related grievance will remain protected if, in 
summary: 

• it concerns detriment to you because you have or may be considering Speaking Up; or 
• it is made to a Legal Practitioner for the purposes of obtaining legal advice or legal representation in 

relation to the operation of the law about whistleblowers. 

Under the law, a grievance is not a ‘personal work related grievance’ if it: 

• has significant implications for an entity regulated under the law that do not relate to the discloser; 
• concerns conduct, or alleged conduct, in contravention of specified corporate and financial services 

laws, or that constitutes an offence punishable by 12 months or more imprisonment under any other 
Commonwealth laws; 

• concerns conduct that represents a danger to the public or financial system; or 
• concerns conduct prescribed by the regulations. 

3 Specific protections and remedies 

Additional legislative protections may also be available, including but not limited to: 

• compensation for loss, damage or injury suffered as a result of detrimental conduct; 
• an injunction to prevent, stop or remedy the effects of the detrimental conduct; 
• an order requiring an apology for engaging in the detrimental conduct; 
• if the detrimental conduct wholly or partly resulted in the termination of an Employee's employment, 

reinstatement of their position; and 
• any other order the court thinks appropriate. 

The law also states that if you make a protected disclosure: 

• in some circumstances (e.g. if the disclosure has been made to a regulator) the information you provide 
is not admissible in evidence against you in criminal proceedings or in proceedings for the imposition 
of a penalty, other than proceedings in respect of the falsity of the information; 

• you are not subject to any civil, criminal or administrative liability for making the disclosure; and 
• no contractual or other remedy may be enforced or exercised against you the basis of the disclosure. 
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Attachment 2 

Disclosure Form 

The Company appreciates you taking the time to bring matters of concern to our attention; thank you for 
speaking up. 

This form may be used by anyone who is or was a Company officer (including a director or company secretary), 
employee, contractor or supplier to the Company (for example, consultants, service providers and business 
partners) or an employee of such a contractor or supplier, as well as a parent, grandparent, child, grandchild, 
sibling, spouse or dependant of any of these individuals. 

This form is part of the Company’s Speak Up Program and is intended to assist you make a disclosure in relation 
to the Company, or an officer or employee of the Company under the Policy. 

Use of this form (including provision of all information requested in it) is optional and it is open to you to make 
your disclosure in another way. 

You may provide this form to us by email, post or hand via:  

Company Secretary Name: Nathan Bartrop 

Telephone: +61 433 922 188 

Email: nathanb@endeavourcorp.com.au 

Mail:  PO Box 567 West Perth WA 6872 

Chief People & Culture Officer Name: Janice Marcon 

Telephone: +61 409 208 004  

Email: janice.marcon@artrya.com 

Mail:      PO Box 567 West Perth WA 6872 

Chair of the Board Name: Bernie Ridgeway 

Telephone: +61 419 386 312  

Email: bernie.ridgeway@outlook.com 

Mail:      PO Box 567 West Perth WA 6872 

SECTION A: CONSENT 

□ I consent to my identity being shared in relation to this disclosure; OR 

□   □ I wish for my identity to remain anonymous. 

 (If you wish to remain anonymous, you do not need to complete Section B and Section C) 

□   □ I consent to being contacted about my disclosure. 

 (If so, please complete Section C) 

□   □ I wish to receive updates about my disclosure. 

 (If so, please complete Section C) 
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SECTION B: PERSONAL DETAILS 

Name: 
 

Address: 
 

Department I Team (if applicable): 
 

Role / Position: 
 

SECTION C: CONTACT DETAILS 

Preferred telephone no: (this may be a 

private number; please include country and 

area code) 

 

Preferred email address: (this may be a 
private email address) 

 

Preferred contact method: (phone I email I in 

person) 

□ Phone 

□ Email 

□ Mail 

□ In person 

Best time to contact you: 
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SECTION D: DISCLOSURE 

All questions are optional - however, the more information that you provide, the easier 

it will be for us to investigate and address your concerns. 

 
1 

A description of your concerns, 
including:   

• Location 

• Time 

• Persons involved. 

 
(You are encouraged to include with 

this disclosure any supporting evidence 

you may hold - you may use box 7 or a 

separate page if you run out of space) 

 

2 How did you become aware of the 

situation? 

 

3 Who was involved in the conduct, 

including any names, departments 

and position? 
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4 Does anyone else know about the matters 

you are concerned about? 

(If yes, please describe any steps you 

have taken to report or resolve your 

concern and the outcome, if applicable) 

 

5 Do you have any concerns about you, or 

any other person being discriminated 

against or unfairly treated because of this 

disclosure? 

 

6 Do you think the reported conduct might 

happen again? 

 

 


