PURPOSE
Perpetual’s three core values are integrity, partnership and excellence and these values underpin everything
Perpetual does. Perpetual is committed to conducting business honestly, with integrity and in accordance with
the highest ethical standards as set out in Perpetual’s Code of Conduct. To achieve this, Perpetual promotes a
workplace where speaking up and reporting Misconduct is encouraged and where employees who speak up will
be protected from victimisation or other retaliatory behaviour.
The purpose of this policy is to:


Encourage people to Speak Up if they become aware of Misconduct;



Explain how to Speak Up;



Explain the protections the person who Speaks Up will receive; and



Promote a workplace that encourages people to Speak Up.

In addition to legislative protections, this policy expands Perpetual’s commitment to protect those who report
misconduct as set out in Perpetual’s Code of Conduct.

SCOPE
This policy applies to Perpetual and its Employees, including current and former Employees. It also applies to
suppliers (and employees of suppliers), and relatives and dependants of any of these people.

DEFINITIONS
Employee includes a current or former employee, director, officer, contractor or representative of Perpetual.
Misconduct means any suspected or actual misconduct or improper state of affairs or circumstances in relation
to Perpetual or an Employee of Perpetual. It may include a breach of law or information that indicates a danger
to the public or to the financial system. Examples of Misconduct are set out in section 2 of this policy. It
generally does not include Personal Work-Related Grievances.
Perpetual means Perpetual Limited and its related bodies corporate.
Personal Work-Related Grievance means grievances relating to your employment that have implications for
you personally (such as a decision regarding a promotion, an incentive payment or disciplinary action taken
against you) and does not have significant implications for Perpetual.
Protected Disclosure means a disclosure protected under the Corporations Act. A person making a Protected
Disclosure will be provided with protection in the circumstances described in Attachment A.
Recipient means all of the people listed in the right-hand column in Attachment A.
Speaking up means telling a Whistleblower Protection Officer that you have reasonable grounds to suspect
that Misconduct has occurred or is occurring.
Whistleblower Protection Officer means the people referred to in section 3 below as well as all of the people
defined as Recipients in Attachment A.
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WHAT INFORMATION SHOULD YOU PROVIDE?
You should provide as much information as possible, including the details of the Misconduct, people
involved, dates, locations and any other evidence that exists.
When Speaking Up, you will be asked for consent regarding sharing your details and the information
provided. Your personal details will be treated with the strictest confidence.

YOUR RIGHT TO REMAIN ANONYMOUS
You can make an anonymous disclosure if you do not want to reveal your identity.
However, you are encouraged to provide your name because it will make it easier for us to address your
disclosure (for example, the context in which you observed the Misconduct is likely to be useful, and we
may seek more information to assist an investigation).
If you do not provide your name, we will assess your disclosure in the same way as if you had revealed your
identity, and any investigation will be conducted as best as possible in the circumstances. However, an
investigation may not be possible unless you have provided sufficient information, and it may be difficult to
offer you practical support if we do not know your identity.

HOW WILL PERPETUAL RESPOND
Perpetual has appointed Whistleblower Protection Officers to ensure that the rights of any Employee
making a report under this policy are protected and to ensure the integrity of the reporting process.
Perpetual has also appointed an external provider, PKF Integrity Services, to operate an independent
whistleblower hotline. All disclosures made under this policy will be received and treated sensitively and
seriously, and will be dealt with fairly, independently and without bias.


Perpetual’s response to a disclosure will vary depending on the nature of the disclosure (including
the amount of information provided). Your disclosure may be addressed and resolved through
formal investigation or informally (e.g. by assisting people to change their behaviours).



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



If allegations are serious, Perpetual may involve outside investigators (such as ASIC, APRA or the
Australian Federal Police) and pass on information about the Misconduct.



You may be told how Perpetual has decided to respond, including if an investigation will be
conducted and its outcome. However, it may not always be appropriate to provide this information,
and it may not be possible unless your contact details are provided.



Any investigations commenced will be conducted in a timely manner and will be fair and
independent from any persons to whom the disclosure relates.



When appropriate, a person being investigated will be provided with details of the disclosure that
involves them and be given an opportunity to respond.



Where an investigation identifies a breach of Perpetual’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.
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WHAT PROTECTIONS EXIST?
Perpetual’s priority is to protect the identity of people who Speak Up. If you Speak Up, your identity (and
any information we have because of your disclosure that someone could likely use to work out your identity)
will only be disclosed if you give your consent to Perpetual to disclose that information or in exceptional
circumstances where disclosure is allowed or required by law.


No person may victimise someone else (or threaten to do so) because of a belief that a person has or
will Speak Up. Examples of victimisation include discrimination, harassment, causing physical or
psychological harm, damaging property, and so on.



You should tell the person you made the disclosure to if you or someone else, is being, or has been
subject to victimisation. Perpetual will treat this very seriously.



Any person involved in victimisation will be subject to disciplinary action, including but not limited to
termination of employment or engagement. In some circumstances, this may also be a criminal offence
punishable by imprisonment. Any person that has victimised someone else may be referred to law
enforcement authorities.



Perpetual will at all times be entitled to raise and address with a discloser matters that arise in the
ordinary course of their employment or contractual relationship with Perpetual (for example, any
separate performance or misconduct concerns).



Perpetual is committed to making sure that you are treated fairly and do not suffer detriment because
you Speak Up. The practical protections offered will depend on things such as the Misconduct and
people involved.

The Corporations Act 2001 also contains protections for disclosers, which are summarised at Attachment A.

REPORTING TO THE ARCC
Group Risk will provide a quarterly report to the Perpetual Limited Audit, Risk and Compliance Committee
on disclosures made under this policy, including metrics and a high level summary of the Misconduct
disclosed.

MALICIOUS REPORTS
Malicious reports or other misuse of this policy will be treated seriously and may result in disciplinary action
(if you are an Employee).

COMPLIANCE
Compliance with this policy is mandatory and a breach is considered to be a serious matter that may result in
disciplinary action. Disciplinary action will be based on the severity of the matter and may include dismissal.
Failure to protect the identity of a person Speaking Up (or victimising such a person) can result in fines for an
individual of up to $200,000 or for Perpetual up to $1 million.
In addition, failure to report Misconduct of which an Employee is aware may lead to severe consequences
including liability for collusion or being an accessory before or after the fact, both of which may be offences
under the law.
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REVIEW CYCLE
This policy will be reviewed periodically by Group Compliance.

ATTACHMENTS
Attachment A – Protected Disclosures
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