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[bookmark: _Hlk216965461]Commitment
Dovida (hereby known as the Company; see Annexure A for full list of entities) is committed to providing the highest level of quality care to our clients, and to operating lawfully, ethically and honestly. We promote a culture of sincerity and respect amongst our entire team, from Caregivers to the Chief Executive Officer (CEO). 

Dovida recognises whistleblowing as a valuable means of alerting us to potential wrongdoing throughout the Company. We recognise that having a culture where we listen to our Employees and external parties helps us achieve compliance with laws and regulations that apply to us, and promotes continuous improvement. 

In accordance with the Aged Care Act, here at Dovida, we-
· welcome any verbal or written Disclosures regarding reportable conduct under this Policy, including anonymous Disclosures, to Dovida and any of our Employees, including Caregivers, to our CEO;
· encourage Employees, contractors, older people, family members or supporters, to raise concerns without fear of being identified (if they choose to remain anonymous);
· take reasonable steps to preserve anonymity where a person requests to remain anonymous; 
· protect the confidentiality of the Whistleblower and any person named in the Disclosure; 
· provide active support and fair treatment to the Whistleblower and any person named in the Disclosure;
· handle information securely, and ensure identities are only revealed if required by law or with consent;
· commit to publishing this Whistleblower Policy internally and to individuals receiving funded aged care services (and others on request), including by translation or alternative accessible formats where necessary; and
· commit to reviewing the Whistleblower system annually to ensure it remains fit for purpose, as well as compliant with evolving legislation

Purpose
[bookmark: _Hlk216950537]The purpose of this Policy is to set out:
· the process and procedures for the Disclosure, investigation and resolution of any suspicious activity or wrongdoing of the kind referred to in the ‘Reports protected under this Policy’ section below (Reportable Conduct);
· the guidelines for the support and protection of individuals who wish to raise concerns about Reportable Conduct (Disclosure). 

Scope
This policy covers Dovida and its Related Body Corporate (as defined in section 9 of the Corporations Act) (collectively, Dovida). 


Application
Under the Corporations Act, this Policy applies to all Employees, Officers, Caregivers, and all others who work for, act on behalf of, or represent the Group, including consultants and any contractors (being an individual, a company or other entity which is engaged to provide materials and/or labour to perform services for Dovida, including any employee of a subcontractor to such an individual, company or other entity). 

We do not tolerate Reportable Conduct and urge anyone who becomes aware of known or suspected Reportable Conduct to make a Disclosure in accordance with this Policy.

A person is eligible for certain protections only under the Corporations Act or Tax Act (if the Reportable Conduct relates to tax avoidance behaviour or other tax issues) where they make a Disclosure in accordance with this Policy (including where they have reasonable grounds to suspect the Group has contravened the Aged Care Act) and they are (or have been) any of the following-
· an Officer (a director or officer of Dovida or its Related Body Corporate), Caregiver, consultant, contractor or Employee;
· a supplier of goods or services (whether paid or unpaid) to an entity within the Group (including any individual who is or has been employed by such supplier); or
· a relative or dependant of an individual referred to above, or of that individual’s spouse (each an Eligible Whistleblower).

Any individual (including but not limited to a care recipient, family member, visitor, employee, or volunteer) may be eligible as a Whistleblower for protections under the Aged Care Act.

Access to this Policy
A copy of this Policy will be available-
· as part of orientation documentation and training;
· as part of the Employee Handbook; and
· on our website at Dovida AU

Any updates to this Policy and Whistleblower training are published on the Dovida website and intranet. 

Protected Reports 
To be eligible for protections under the Corporations Act-
· the discloser must be an Eligible Whistleblower in accordance with the above in this Policy;
· the Disclosure must be made by the Eligible Whistleblower to an Eligible Recipient in accordance with the below in this Policy; and
· there must be ‘reasonable grounds to suspect’ any form of Reportable Conduct in relation to the company, meaning a mere allegation with no supporting information is not likely to be considered as having ‘reasonable grounds to suspect’;
· Instead, there should be information or evidence that supports the allegation. The allegation however does not need to be proven, but it is encouraged that evidence is provided in support of the Disclosure if it is safely available. Eligible Whistleblowers will still qualify for protection even where their report is incorrect or unsubstantiated. 

Reportable Conduct
Reportable Conduct includes any conduct of any entity in the Group or an Employee or Officer of the Group, to which the Eligible Whistleblower suspects, or where there are reasonable grounds to suspect, it may concern and include (but is not limited to)-
· misconduct (such as fraud, breach of trust or duty, default, negligence);
· improper state of affairs or circumstances in relation to an entity in the Group, or in relation to the tax affairs of an entity in the Group;
· dishonest, corrupt or illegal conduct (including but not limited to theft, drug use or sales, criminal damage against property, insider trading, violence or threatened violence);
· unethical behaviour (either representing a breach of the Company’s policies, code of conduct or generally); 
· offering or accepting a bribe;
· health, safety and environmental issues;
· engaging in, or threatening to engage in, detrimental conduct against a person who has made a Disclosure or is believed or suspected to have made or be planning to make a Disclosure under this 	Policy, regardless of whether they are an Eligible Whistleblower;
· conduct likely to cause financial or non-financial loss to any entity in the Group or that is otherwise detrimental to the interests of any entity in the Group;
· a danger to the public or the financial system;
· an offence under Commonwealth or State laws which is punishable by imprisonment for a period exceeding 12 months; or 
· constitutes an offence against, or a contravention of, a provision of any of the following Commonwealth Laws-
· the Corporations Act;
· the Aged Care Act;
· the Superannuation Industry (Supervision) Act 1993 (Cth);
· the ASIC Act 2001 (Cth);
· the Banking Act 1959 (Cth); 
· the Financial Sector (Collection of Data) Act 2001 (Cth);
· the Insurance Act 1973 (Cth);
· the Life Insurance Act 1995 (Cth); or
· the National Consumer Credit Protection Act 2009 (Cth),


Personal work-related grievances which relate only to employment, do not have implications for the Group, and are not related to one of the matters above will generally not be considered Reportable Conduct under this Policy and should be reported through other mechanisms such as Dovida’s Grievance Policy and Procedures (with support and advice from the People Team). Personal work-related grievances tend to have implications on the discloser personally. 

Some examples of personal work-related grievances can include-
· interpersonal conflict between the discloser and other Employees;
· a decision relating to the terms and conditions of engagement of the discloser;
· a disciplinary decision;
· a decision which does not involve a breach of workplace laws; or 
· a decision to transfer, promote, discipline or terminate the discloser.

However, in certain circumstances concerns regarding personal work-related grievances should still be raised a Disclosure under this Policy if-
· the personal work-related grievance concerns tax avoidance behaviour or any other tax issues;
· the personal work-related grievance includes information about Reportable Conduct;
· there are reasonable grounds to suspect that the personal work-related grievance concerns a breach of employment or other laws punishable by imprisonment for a period of 12 months or more, represents a danger to the public or otherwise suggests misconduct beyond the personal circumstances highlighted in the personal work-related grievance; or
· there has been threat of detriment for making a Disclosure in accordance with this Policy, or for seeking legal advice or legal representation about the operation of the Whistleblower protections under the Corporations Act or Tax Act (as applicable).

False Reporting
A false report of Reportable Conduct could have a significant effect on the reputation of Dovida and the Group, and the reputation of other Employees and could also cause considerable waste of time and effort. Deliberate false reporting of Reportable Conduct by any Employee or other worker engaged by the Group, whether under this Policy or otherwise, will be treated as a serious disciplinary matter.

While not intending to discourage the reporting of matters of genuine concern, it must be ensured that, as far as practicable, reports are factually accurate, complete, based on firsthand knowledge, presented in an unbiased fashion (with any possible perception of bias disclosed) and without material omission. 



Making a Disclosure
We encourage Employees to make a Whistleblower Disclosure internally via the Speak Up platform. This enables Dovida to investigate in a timely manner, and where appropriate, resolve such suspected actions with the minimum disruption to all parties. 

Speak Up is an independent and secure platform that allows matters to be reported in both a secure and anonymous manner, where desired.  

External parties protected under the Aged Care Act are encouraged to make a Whistleblower complaint to the Dovida National Risk and Compliance Manager at confidentialreporting@dovida.com.au

Only under the Aged Care Act, a Whistleblower has the additional option to report Disclosures about a breach of the Aged Care Act to any Dovida Employee, who will subsequently lodge the concern via confidentialreporting@dovida.com.au
 within 24 hours of receiving the Disclosure.

If you become aware of Reportable Conduct and wish to seek additional information before formally making a Disclosure, you should contact an Authorised Disclosure Officer, ASIC or seek independent legal advice.

Disclosures made by Eligible Whistleblowers
Disclosures made by Eligible Whistleblowers will also be protected under the Corporations Act or Tax Act (as applicable) if they are made to-
· [bookmark: _Ref51836284]an Authorised Disclosure Officer or to Speak Up in accordance with the above;
· an Officer or senior manager of Dovida ‍or any of its Related Body Corporate;
· the internal or external auditor (including a member of an audit team conducting an audit) or actuary of Dovida of any of its Related Body Corporate;
· ASIC;
· APRA;
· [bookmark: _Ref51836291]a legal practitioner, provided that the Disclosure is made for the purpose of obtaining legal advice or legal representation about the operation of the Whistleblower provisions in the Corporations Act.

Disclosures made by Whistleblowers will be protected under the Aged Care Act if they are made to:
· the Complaint Commissioner or staff member of the Aged Care Quality and Safety Commission; 
· the Department of Health, Disability and Ageing; 
· a police officer; 
· an independent aged care advocate; 
· if the Reportable Conduct relates to tax avoidance behaviour or other tax issues, to, in addition to those persons listed in this section above:
· the Commissioner of Taxation (i.e. the Australian Taxation Office (ATO));
· a registered tax agent or BAS agent who provides tax agent or BAS services to  Dovida or any of its Related Body Corporate; or
· any other Employee or Officer of Dovida ‍ or any of its Related Body Corporate who has functions or duties that relate to the tax affairs of ‍Dovida;
· a member of the Parliament of the Commonwealth, the Parliament of a State or the legislature of a Territory or a journalist on the grounds of public interest (Public Interest Disclosure), provided that:
· a Disclosure has previously been made to ASIC, APRA or another prescribed Commonwealth body in accordance with this Policy;
· at least 90 days have passed since your previous Disclosure was made;
· there are no reasonable grounds to believe that action is being, or has been, taken to address the matters to which the previous Disclosure related;
· there are reasonable grounds to believe that making a further Disclosure would be in the public interest;
· the party the previous Disclosure was made to (i.e. ASIC, APRA or another prescribed Commonwealth body) has been provided with written notice that:
· includes sufficient information to identify the previous Disclosure; and
· states the intention to make a Public Interest Disclosure; and
· the extent of the information disclosed is no greater than is necessary to inform the recipient of the Reportable Conduct;
· [bookmark: _Ref11686727]a member of the Parliament of the Commonwealth, the Parliament of a State or the legislature of a Territory or a journalist on the grounds of an emergency Disclosure (Emergency Disclosure), provided that:
· a Disclosure has been previously made to ASIC, APRA or another prescribed Commonwealth body in accordance with this Policy;
· there are reasonable grounds to believe that the Disclosure concerns a substantial and imminent danger to the health or safety of one or more persons or to the natural environment;
· the party the previous Disclosure was made to (i.e. ASIC, APRA or another prescribed Commonwealth body) has been provided with written notice that:
· includes sufficient information to identify the previous Disclosure; and
· states the intention to make an Emergency Disclosure; and
· the extent of the information disclosed is no greater than is necessary to inform the recipient of the substantial and imminent danger; or
· any other person in accordance with any relevant law, regulation or other requirement.

[bookmark: _Toc51835872]If the discloser is an aged care recipient and are unsure about how to make a Disclosure or who to make a Disclosure to, the Older Persons Advocacy Network (OPAN) offers a free, independent and confidential service to assist you.  To contact OPAN call 1800 700 600. 
Public Interest Disclosures and Emergency Disclosures
Public Interest Disclosures and Emergency Disclosures will not be protected under the Tax Act if the Reportable Conduct relates to tax avoidance behaviour or other tax issues. Before making a Public Interest Disclosure or an Emergency Disclosure, you should contact an independent legal adviser.

Anonymous Disclosure
Where a discloser does not feel comfortable including details of their identity within the Disclosure, they can make an anonymous Disclosure. If they decide to remain anonymous over the course of and after the investigation, no investigations will be carried out to identify the discloser of the anonymous Disclosure. It is illegal for anyone to identify a Discloser or disclose information likely to lead to the identification of the Discloser. 

If an anonymous Disclosure is made that includes details of its discloser, or any other information which could be used to identify the discloser making the anonymous Disclosure, the Authorised Disclosure Officer who ends up receiving the anonymous Disclosure will seek consent to such information being disclosed to the relevant parties who will be responsible for investigating the anonymous Disclosure. This could include:

· the Whistleblower Protection Officer (outlined below), who is responsible for safeguarding the interests of the Eligible Whistleblowers, ensuring compliance with any applicable laws and regulations in accordance with this Policy and completing a preliminary review of any Disclosure where appropriate;
· the Whistleblower Investigation Officer (outlined below), who carries out or supervises the investigation of any Disclosure made in accordance with this Policy to determine whether there is enough evidence to support the matters raised, or otherwise, to disprove the Disclosure;
· other members of Dovida’s board of directors; and/or
· an external investigator. 

The Disclosure can also be de-identified before it is escalated to the investigation stage, however this may affect the ability for the complete investigation of the Disclosure. 

It may also be difficult to investigate the Disclosure properly where it is made anonymously and the discloser of the anonymous Disclosure is unable to be contacted. It is suggested that, where comfortable in doing so, an anonymised email address is used, or Speak Up is contacted, by the anonymous discloser so that they can be asked follow up questions or be provided with updates on the status of the investigation.

An Eligible Whistleblower can make an anonymous Disclosure and still be eligible for protection under the Corporations Act or Tax Act (as applicable).

Disclosers of anonymous Disclosures may refuse to answer any questions that could reveal their identity at any time.

Assessment and Investigation of Disclosures

Speak Up platform
The following process will apply to a Disclosure made to Speak Up-
· Disclosures via Speak Up are reported to  https://dovida.speakup.report/Dovida or via QR Code; 
[image: ]
· This link can be used via a mobile phone device, tablet, and desktop PC;
· Once received, the submission will be allocated to an Authorised Disclosure Officer within 48 hours

Initial assessment
Disclosures will initially be referred by Speak Up or the Authorised Disclosure Officer to the Whistleblower Protection Officer, who will run an initial assessment of the Disclosure, specifically:
· the scope and nature of the Disclosure and potential investigation into the Disclosure;
· the issues raised by the Disclosure, including whether the Disclosure falls within this Policy;
· the actual risks of detrimental conduct faced by all the individuals involved in the Disclosure (and, where appropriate, take action as and where is required);
· identify any technical, financial or legal advice that may be required to support the potential investigation into the Disclosure;  
· the time frame for the potential investigation into the Disclosure; and
· the appropriate steps for both responding to the Disclosure and the welfare of the discloser.

If the Disclosure is covered by this Policy and further investigations of the matters raised in the Disclosure is required, the Disclosure will be referred to a Whistleblower Investigation Officer.

Investigation by Whistleblower Investigation Officer 
The Whistleblower Investigation Officer will determine whether there is enough information in the Disclosure to substantiate or refute the matters reported. 

Where an investigation needs to be undertaken, it will be ensured that it is objective, fair and independent in nature. The Whistleblower Investigation Officer appointed to investigate a Disclosure will be independent of the discloser and any individuals who are the subject of the Disclosure, including any connected staff members.

 The Whistleblower Investigation Officer will be a Senior Employee who has received training on how to investigate Disclosures. If, however:
· it is considered that additional specialist skills or expertise are necessary; or 
· if the Disclosure concerns any member of the Dovida board of directors or any senior managers,
an external investigator may be appointed to conduct the investigation, either in conjunction with, or independently of, an internal Whistleblower Investigation Officer. 

[bookmark: _Ref25005858][bookmark: _Toc51835879]Ongoing support and protection by Whistleblower Protection Officer
Unless the Eligible Whistleblower has chosen to remain anonymous and cannot be contacted, after the Whistleblower Protection Officer has completed their initial assessment of the Disclosure, they will discuss with the Eligible Whistleblower what kind of support you need.  For instance, an Eligible Whistleblower may request that the Company:
· grant the Eligible Whistleblower leave of absence during the investigation;
· provide relocation to the Eligible Whistleblower to another position within the Company with equivalent pay skills, experience and responsibilities in a different department;
· provide the Eligible Whistleblower with access to Dovida’s Employee Assistance Program;
· provide alternative employment arrangements (such as working from home);
· provide independent counselling or other professional services for the distress caused by the Reportable Conduct which led to the Disclosure being made; 
· ensure any risks of isolation, harassment or conflicts are addressed; and
· assistance in developing strategies to help you minimise and manage stress, time or performance impacts, or other challenges resulting from your Disclosure or its investigation.

The Company will give due consideration to the granting of such request whenever it is reasonably practicable to do so. 

[bookmark: _Toc51835880]Remaining informed
Unless the Eligible Whistleblower has chosen to remain anonymous and cannot be contacted, the Company will (through the Whistleblower Protection Officer):
· confirm receipt of the Disclosure by the Whistleblower Investigation Officer and establish a process, including expected timeframes, for reporting to the Eligible Whistleblower the progress of the investigation;
· contact the Eligible Whistleblower as soon as practicable after the Disclosure has been referred to the Whistleblower Investigation Officer to discuss whether they require any additional support;
· inform the Eligible Whistleblower at the earliest possible opportunity if the Whistleblower Investigation Officer determines that there is insufficient information to warrant further investigation; and
· inform the Eligible Whistleblower of the final outcome of the investigation.
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Ensuring fair treatment of individuals mentioned in a Disclosure
The Whistleblower Protection Officer will also ensure that, subject to any relevant laws, regulations and procedural fairness:
· if practical and appropriate to do so, the details of individuals mentioned in the Disclosure are handled confidentially and kept protected;
· any person who is the subject of a Disclosure will be advised about the subject matter of the Disclosure as and when required by principles of natural justice and procedural fairness and before any action is taken; 
· any person who is the subject of a Disclosure and individually named in the Disclosure will be provided the opportunity to be heard and respond to any complaint raised against them (including by providing any information, material or documentation in support of their response);
· any person who is the subject of a Disclosure will be given the opportunity to:
· nominate any witness they wish to be interviewed; and
· respond to any new evidence which is significant or allegations that emerge during the investigation; and
· any person who is the subject of a Disclosure received appropriate support services. 

Procedural fairness protects the rights of individuals and enhances confidence in the Disclosure process. The time frame for conducting investigations will differ depending on the complexity of the Disclosure, however, all Disclosures will be investigated as promptly as reasonably practicable. 

Where appropriate, the Dovida Case Manager may instruct an external law firm or other specialist to conduct further investigations.

If the Disclosure contains information that relates to the CEO, the National Risk and Governance Manager will escalate the complaint to the Director of People, Belinda Hughes, Belinda.Hughes@dovida.com.au 

If the Disclosure contains information that relates to the Director of People, the National Risk and Governance Manager will escalate the complaint to the CEO, Geoff Hogg, Geoff.Hogg@dovida.com.au 

If the Disclosure relates to the National Risk and Compliance Manager themselves, the Whistleblower can seek advice and support from the Director of People.

Having a Disclosure dealt with as a complaint or feedback 
An individual may elect to have their Disclosure dealt with as a complaint or feedback, rather than as Reportable Conduct. This means that the Whistleblower will not be afforded all the protections of the Whistleblower regime under the Aged Care Act or the Corporations Act, however, they will still be protected from reprisals and have their complaint dealt with confidentiality. 

An Employee who wishes to elect to have their Disclosure dealt with as a complaint or feedback should raise their Disclosure under Dovida’s Grievance Policy and Procedure. 

Any other person who wishes to elect to have their Whistleblower Complaint dealt with as a complaint or feedback should raise their Disclosure under [#insert complaints procedure]. 

[bookmark: _Hlk216959795]Whistleblower Protections and support 
Whistleblowers are afforded the following protections-
· confidentiality of identity; 
· protection from detrimental acts or omissions;
· compensation and other remedies; and 
· civil, criminal and administrative liability protection

Confidentiality of Identity 
Where the Whistleblower requests anonymity, Dovida will take all reasonable steps to preserve anonymity of the Whistleblower and any other individuals named in the request. 

All Disclosures will be treated confidentially, regardless of whether or not the discloser is an Eligible Whistleblower. 

Where a Disclosure is made, the Authorised Disclosure Officer who receives the Disclosure will ask the discloser for consent to this information being disclosed to the Whistleblower Protection Officer and Whistleblower Investigation Officer. 

A person that receives a Disclosure cannot disclose the identity of the discloser, or any information which might lead to the identification of the discloser, except in permitted circumstances by law including:  
· if it is reasonably necessary for the purpose of dealing with the Disclosure, and all reasonable steps to reduce the risk that the discloser will be identified have been taken; 
· if permitted by law (such as where it is required to disclose such details to ASIC, the Australian Federal Police or a legal practitioner); 
· the discloser has provided consent; 
· it is necessary to disclose the information to lessen or prevent a serious threat to a person’s safety, health and wellbeing; or
· if the discloser elects for the Disclosure to be managed under Dovida’s complaints and grievance policy. 

Where it is elected by the discloser for this information to not be included in the Disclosure, the Disclosure will be de-identified before it is escalated for investigation. For example, this may include:
· redacting personal information;
· referring to the discloser in gender-neutral context; and
· working with the discloser to find any other information within the Disclosure that could inadvertently have the effect of identifying the discloser and de-identifying this information.  

Alternatively, it may be decided that a pseudonym is adopted by the discloser for the purposes of the Disclosure. 

All documents and other materials relating to a Disclosure are dealt with and stored securely. 

Protection from Detrimental Acts or Omissions
This Policy is designed to ensure that no person will be subject to, or threatened with, detrimental conduct (whether by act or omission) by the Group, Employees or anyone else whose conduct is within the control of Dovida if that person believes or suspects another person has made, may have made, proposes to make or could make a Disclosure, and the belief or suspicion is the reason, or part of the reason, for their conduct towards that person. 

Dovida will take all reasonably practicable steps to ensure that the discloser is not victimised as a result of making a Disclosure. 

Where detrimental conduct has occurred following a Disclosure, the discloser may lodge a complaint to [#insert], an Officer of Dovida not involved in the Disclosure, who will investigate the complaint of detrimental conduct as a separate matter to the Disclosure, with the investigation findings to then be provided to Dovida’s board of directors. 

Examples of detrimental conduct could include-
· dismissal of an Employee;
· alteration of an Employee’s position or duties to their disadvantage;
· injury in the course of the person’s employment;
· discrimination between an Employee and other Employees of the same employer;
· harm or injury, including psychological harm;
· damage to the person’s property;
· damage to the person’s reputation;
· damage to the person’s business or financial position; or
· harassment or intimidation of a person.

However, the above examples do not include situations where the conduct is appropriate in the circumstances, such as:
· administrative action reasonable for the purposes of protecting the person from detrimental conduct; and
· managing unsatisfactory work performance, if the action is in line with Dovida’s performance management framework.

Compensation and Other Remedies
A person can seek compensation and other remedies through the courts if they suffer loss, damage, or injury from detrimental conduct because of a Disclosure (whether or not it was the person who made the Disclosure), where Dovida has failed to take reasonable precautions and exercise due diligence to prevent that detrimental conduct.  

In these circumstances, we encourage seeking independent legal advice. 

Protection from Civil, Criminal and Administrative Liability
An Eligible Whistleblower is also protected from the following in relation to their Disclosure-
· civil liability, which includes any legal action against the Eligible Whistleblower for breach of employment contract, duty of confidentiality or another contractual obligation; 
· criminal liability, which includes attempted prosecution of the Eligible Whistleblower for unlawfully releasing information, or other use of the Disclosure against the Eligible Whistleblower in a prosecution (other than for making a false Disclosure); and  
· administrative liability, which includes disciplinary action for making the Disclosure, to the extent that they have not engaged in misconduct. 

This protection does not prevent civil or criminal liability for conduct of the Eligible Whistleblower that may be revealed by the Disclosure. These protections do not apply in relation to any misconduct engaged in by the Eligible Whistleblower revealed in their Disclosure. 

Concerns about breaches of confidentiality and victimising behaviour 
Where an Eligible Whistleblower believe their confidentiality may have been breached or that they have been subject to, or threatened with, any detrimental conduct, it is encouraged that the Eligible Whistleblower raises their concerns with the Whistleblower Protection Officer in the first instance who will escalate the matter as a separate Disclosure.

The Eligible Whistleblower may also otherwise lodge a complaint directly with ASIC and seek independent legal advice. 


It is against the law for Dovida to:
· fail to take reasonable precautions to protect the Eligible Whistleblower from actual or threatened detrimental conduct; and
· breach the Eligible Whistleblower’s confidentiality. 

Reports and recommendations
Depending on the nature of the Disclosure, at the end of the investigation, the Whistleblower Investigation Officer will submit a de-identified report to Dovida’s board of directors, with the report summarising the conduct of the investigation, evidence collected, conclusions drawn regarding the Reportable Conduct and recommending an appropriate course of action to remedy any Reportable Conduct, ensuring confidentiality of the Eligible Whistleblower is preserved. 

The Eligible Whistleblower will also receive a summary of any findings of the investigation into their Disclosure, assuming the Eligible Whistleblower can be contacted, except in circumstances where it is not appropriate to provide the details of the outcome of the investigation to the Eligible Whistleblower. 

Where the Eligible Whistleblower is unsatisfied with the outcome of the investigation into their Disclosure, a review of the investigation on the Disclosure may be conducted by an Officer of Dovida who was not involved in the investigation of the Disclosure, to ensure all investigation processes outlined in this Policy have been adhered to. These findings will then be provided to Dovida’s board of directors. 

The Company is not obliged to reopen an investigation, nor does the investigation need to be reopened. It may be concluded in the review that the investigation into the Disclosure was conducted appropriately, or no new information is available to change the outcome of the investigation. 

Eligible Whistleblowers who are not satisfied with the outcome of the investigation of their Disclosure may also lodge a complaint with a regulator, such as ASIC or APRA. 

Ensuring the ongoing effectiveness of this Policy
 
Training
Dovida will implement a mandatory induction and regular ongoing training program to ensure all Employees are aware of this Policy, and their rights and obligations under it.

All individuals with roles and responsibilities under this Policy, including but not limited to the Whistleblower Protection Officer, the Whistleblower Investigation Officer, Authorised Disclosure Officer and Dovida’s board of directors, receive regular mandatory ongoing training in relation to receiving and handling Disclosures, including training relating to confidentiality and the prohibitions against detrimental conduct. 

Dovida will communicate regularly, and at least monthly, to all Employees and individuals with roles and responsibilities under this policy, that Disclosures are welcome. 
Reporting to the Dovida Board of Directors
The board of directors of the Company will be provided with confidential reports on the number and type of whistleblowing incidents on a regular basis, so that any issues may be addressed.

Such reports will be on a ‘no name’ basis to maintain confidentiality in accordance with this Policy. 

Review of this Policy
This Policy will be reviewed by Dovida’s board of directors at least once every three years to ensure it remains consistent with all relevant legislative requirements, as well as the changing nature of business operations. 

This Policy will continue to be monitored and reviewed using a range of metrics including, engagement with this Policy by the Company’s Employees and Officers, along with any feedback received and the number of Disclosures which may have been lodged. 
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Annexure A. Entities trading as Dovida

	Entity
	ABN

	Amberlie Pty Ltd
	65 615 246 967

	A & V Meyers Pty Ltd
	83 162 524 629

	Bismatro Pty Ltd
	74 143 618 384

	Grace & Ease Pty Ltd
	72 625 269 070

	Lomman Waigh Enterprises Pty Ltd
	74 155 390 935

	Long & Stamps Pty Ltd
	41 601 224 426

	Masajoda Pty Ltd 
	19 017 362 244

	OIY Pty Ltd
	88 119 740 457

	Sawinaro Pty Ltd
	68 161 836 451

	S.T Mcgarry Pty Ltd
	69 142 795 855

	SUMAC (VIC) Pty Ltd
	65 153 249 686

	The Trustee for Companions in Care Unit Trust
	42 543 425 919
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