
   

 
Whistle-blower Policy 
 
 
Purposes of this Policy 
 
This policy supports CDM Australia and its Group of Companies (“CDM Group”) to 
apply the National Standards for whistle-blower policy under the Corporations Act.  It 
to ensure we support whistle-blowers, who in good faith and without malice, disclose 
information or raise concerns about alleged improper or illegal activity. 
 
CDM Group and our staff are committed to providing services in a safe and honest 
way. We expect everyone to comply with all legal requirements. We will support and 
respect anyone who acts as a whistle-blower to draw attention to suspected 
inappropriate, corrupt or illegal conduct or behaviour. 
 
The purposes of this policy includes the following: 

 to encourage more disclosures of wrongdoing;  
 to help deter wrongdoing, in line with the risk management and governance 

framework;  
 to ensure individuals who disclose wrongdoing can do so safely, securely and 

with confidence that they will be protected and supported;  
 to ensure disclosures are dealt with appropriately and on a timely basis;  
 to provide transparency around the framework for receiving, handling and 

investigating disclosures;  
 to meet the entity’s legal and regulatory obligations; and  
 to align with the ASX Corporate Governance Principles and 

Recommendations (which applies to listed companies) and relevant standards 
 
 
Persons to Whom this Policy Applies 
 
Protections 
 
An individual that is an eligible Whistleblower is protected by The Corporations Act.  It 
is illegal (through a criminal offence and civil penalty) for someone to cause or 
threaten detriment to you because they believe or suspect that you have made, may 
have made, propose to make or could make a whistleblower disclosure. 
 
The criminal offence and civil penalty apply even if you have not made a 
whistleblower report, but the offender causes or threatens detriment to you because 
they believe or suspect you have made or might make a report. 
 



A person may be causing you detriment if they: 
 dismiss you from your employment 
 injure you in your employment 
 alter your position or duties to your disadvantage 
 discriminate between you and other employees of the same employer 
 harass or intimidate you 
 harm or injure you, including causing you psychological harm 
 damage your property 
 damage your reputation 
 damage your business or financial position 
 cause you any other damage. 

 
Compensation 
 
You can seek compensation through a court if you suffer loss, damage or injury for 
making your disclosure. If you are or were an employee and experienced detriment at 
work for reporting misconduct, the court may order the person causing you detriment 
or your employer to compensate you. 
 
You can also pursue other remedies, such as: 

 your employer reinstating you to your original position or a comparable 
position 

 the court issuing an injunction to prevent or stop detrimental conduct 
 the person, company or organisation that caused you detriment or threatened 

you with detriment apologising to you. 
 
Who Qualifies  
 
An eligible whistleblower is an individual who is, or has been, any of the following in 
relation to the CDM Group:  
(a)  an officer or employee (e.g. current and former employees who are 

permanent, part-time, fixed-term or temporary, interns, secondees, managers, 
and directors);  

(b)  a supplier of services or goods to the entity (whether paid or unpaid), including 
their employees (e.g. current and former contractors, consultants, service 
providers and business partners);  

(c)  an associate of the CDM Group; and  
(d)  a relative, dependant or spouse of an individual (e.g. relatives, dependants or 

spouse of current and former employees, contractors, consultants, service 
providers, suppliers and business partners). 

 
The discloser qualifies for protection as a whistleblower under the Corporations Act if 
they are an eligible whistleblower in relation to the CDM Group and:  
(a)  they have made a disclosure of information relating to a ‘disclosable matter’ 

directly to an ‘eligible recipient’ or to ASIC, APRA or another Commonwealth 
body prescribed by regulation;  

(b)  they have made a disclosure to a legal practitioner for the purposes of 
obtaining legal advice or legal representation about the operation of the 
whistleblower provisions in the Corporations Act; or  

(c)  they have made an ‘emergency disclosure’ or ‘public interest disclosure’ 



 
 
Type of Matters that this Policy Applies 
 
Matters that may be raised under this policy cover the following types of wrongdoing: 

 illegal conduct, such as theft, dealing in, or use of illicit drugs, violence or 
threatened violence, and criminal damage against property; 

 fraud, money laundering or misappropriation of funds; 
 offering or accepting a bribe; 
 financial irregularities; 
 failure to comply with, or breach of, legal or regulatory requirements; and 
 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. 

 
Note that disclosable matters include conduct that may not involve a contravention of 
a particular law.  The whistleblower can still qualify for protection even if their 
disclosure turns out to be incorrect. 
 
Personal work-related grievances 
 
Please note disclosures that relate solely to personal work-related grievances, and 
that do not relate to detriment or threat of detriment to the discloser, do not qualify for 
protection under the Corporations Act.  Workplace grievances remain the jurisdiction 
of the Fair Work Act. 
 
Examples of grievances that may be personal work-related grievances include:  
(a)  an interpersonal conflict between the discloser and another employee;  
(b)  a decision that does not involve a breach of workplace laws;  
(c)  a decision about the engagement, transfer or promotion of the discloser;  
(d)  a decision about the terms and conditions of engagement of the discloser; or  
(e)  a decision to suspend or terminate the engagement of the discloser, or 

otherwise to discipline the discloser. 
 
A personal work-related grievance may still qualify for protection if:  
(a)  it includes information about misconduct, or is accompanied by a personal 

work-related grievance (mixed report);  
(b)  the entity has breached employment or other laws punishable by 

imprisonment for a period of 12 months or more, engaged in conduct that 
represents a danger to the public, or the disclosure relates to information that 
suggests misconduct beyond the discloser’s personal circumstances;  

(c)  the discloser suffers from or is threatened with detriment for making a 
disclosure; or  

(d)  the discloser seeks legal advice or legal representation about the operation of 
the whistleblower protections under the Corporations Act. 

 
 
 
 
 



Who Can Receive a Disclosure 
 
For any disclosure to be eligible for whistleblower protections the disclosure must be 
made directly to one of the eligible recipients under the Corporations Act.  For the 
CDM Group, eligible recipients includes: 
(a)  Raymond Spry, the Group Chief Financial Officer and the designated officer 

for receiving these disclosures; or  
(b) any other officer or senior manager of CDM Australia or its related entities;  
 
Disclosures made to the following may also qualify for protection: 
(a) disclosure to a legal practitioner for the purposes of obtaining legal advice or 

legal representation in relation to the operation of the whistleblower provisions 
in the Corporations Act; 

(b) disclosures made to ASIC, APRA or another Commonwealth body prescribed 
by regulation and qualify for protection under the Corporations Act; 

 
Disclosures can be made to a journalist or parliamentarian under certain 
circumstances and qualify for protection, where:  

a. at least 90 days have passed since the discloser made the disclosure to ASIC, 
APRA or another Commonwealth body prescribed by regulation;  

b. the discloser does not have reasonable grounds to believe that action is being, 
or has been taken, in relation to their disclosure;  

c. the discloser has reasonable grounds to believe that making a further 
disclosure of the information is in the public interest; and  

d. before making the public interest disclosure, the discloser has given written 
notice to the body that:  
i. includes sufficient information to identify the previous disclosure; and  
ii. states that the discloser intends to make a public interest disclosure.  

 
 
Process for Making and Investigation of a Disclosure 
 
Individuals making a disclosure under this policy are assured that they will be treated 
fairly and know that: 

 disclosures will be handled confidentially, when it is practical and appropriate 
in the circumstances;  

 each disclosure will be assessed and may be the subject of an investigation; • 
the objective of an investigation is to determine whether there is enough 
evidence to substantiate or refute the matters reported;  

 when an investigation needs to be undertaken, the process will be objective, 
fair and independent;  

 an employee 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 prior to any actions being taken—for 
example, if the disclosure will be the subject of an investigation; and  

 
CDM Group has set up a secure email to facilitate whistle-blower matters. All such 
matters must be emailed to the following email address:  
 
whistleblower@cdmaust.com.au.   



 
By using the proscribed email address the following will occur: 
(1) A secure email will be sent to the Group Chief Financial Officer and Group 

Operations Manager for urgent action.   
(2) Such information shared about the allegations raised by a whistle-blower will 

be de-identified to protect the whistle-blower’s identity and stored securely 
while the matter is examined. 

(3) The information will be assessed to determine whether: (a) it qualifies for 
protection; and (b) a formal, in-depth investigation is required 

(4) Should the organisation decide to an internal investigation is required, care 
will be taken to protect the integrity of any evidence and the usual internal 
investigation process will be followed.  

(5) The management or nominee of CDM Group of Companies may conduct an 
investigation. Investigations will be confidential, fair and objective.  

(6) CDM Group of Companies and our staff will comply with all legal requests for 
information in a timely manner. Requests by external parties for information 
will be responded to using the organisation’s complaints, access to 
information and privacy policies. 

(7) The executive management overseeing the investigation or working on the 
issue raised by the whistle-blower will keep the whistle-blower and all other 
parties informed about the process and the outcome of the investigation 
where permitted.  

(8) If the matter is investigated by an external organisation or referred to police or 
another investigating body, there may be limits on what information can be 
shared. In this case, involved parties will be advised of any limitations on the 
release of information. 

 
Note that without the discloser’s consent, the CDM Group cannot disclose 
information that is likely to lead to the identification of the discloser as part of its 
investigation process, unless:  
(a)  the information does not include the discloser’s identity;  
(b)  the CDM Group removes information relating to the discloser’s identity or 

other information that is likely to lead to the identification of the discloser (e.g. 
the discloser’s name, position title and other identifying details); and  

(c)  it is reasonably necessary for investigating the issues raised in the disclosure.  
 
CDM Group may not be able to undertake an investigation if it is not able to contact 
the discloser (e.g. if a disclosure is made anonymously and the discloser has refused 
to provide, or has not provided, a means of contacting them).  We may investigate a 
disclosure by asking the discloser for consent to a limited disclosure.  We may also 
investigate a disclosure by conducting a broad review on the subject matter or the 
work area disclosed.  
 
Findings from an investigation will be documented and reported to those responsible 
for oversight of the policy, while preserving confidentiality. In addition, at the end of 
the investigation the CDM Group will endeavour to advise the discloser of the 
outcome, however depending on the nature of the disclosure. There may be 
circumstances where it may not be appropriate to provide details of the outcome to 
the discloser. 
 



Legal Protections and Support for Disclosers 
 
Legal Protections 
 
Disclosures made under this policy will be subject to the following legal protections: 
 
(a) Identity protection (confidentiality) 
 

A person cannot disclose the identity of a discloser or information that is likely to 
lead to the identification of the discloser (which they have obtained directly or 
indirectly because the discloser made a disclosure that qualifies for protection) 
 

(b) Protection from detrimental acts or omissions 
 

A person cannot engage in conduct that causes detriment to a discloser (or 
another person), in relation to a disclosure, if: (a) the person believes or suspects 
that the discloser (or another person) made, may have made, proposes to make 
or could make a disclosure that qualifies for protection; and (b) the belief or 
suspicion is the reason, or part of the reason, for the conduct. In addition, a 
person cannot make a threat to cause detriment to a discloser (or another 
person) in relation to a disclosure. A threat may be express or implied, or 
conditional or unconditional. A discloser (or another person) who has been 
threatened in relation to a disclosure does not have to actually fear that the threat 
will be carried out. 
 
Detrimental conduct includes the following:  

i) dismissal of an employee;  
ii) injury of an employee in his or her employment;  
iii) alteration of an employee’s position or duties to his or her 

disadvantage;  
iv) discrimination between an employee and other employees of the same 

employer;  
v) harassment or intimidation of a person;  
vi) harm or injury to a person, including psychological harm;  
vii) damage to a person’s property;  
viii) damage to a person’s reputation;  
ix) damage to a person’s business or financial position; or  
x) any other damage to a person. 

 
(c) Compensation and other remedies; and  
 

A discloser can seek compensation and other remedies through the courts if: (a) 
they suffer loss, damage or injury because of a disclosure; and (b) the entity 
failed to take reasonable precautions and exercise due diligence to prevent the 
detrimental conduct. 
 
 
 
 
 



(d) Civil, criminal and administrative liability protection  
 

A discloser is protected from any of the following in relation to their disclosure: (a) 
civil liability (e.g. any legal action against the discloser for breach of an 
employment contract, duty of confidentiality or another contractual obligation); (b) 
criminal liability (e.g. attempted prosecution of the discloser for unlawfully 
releasing information, or other use of the disclosure against the discloser in a 
prosecution (other than for making a false disclosure)); and (c) administrative 
liability (e.g. disciplinary action for making the disclosure). 

 
These protections apply not only to internal disclosures, but to disclosures to legal 
practitioners, regulatory and other external bodies, and public interest and 
emergency disclosures that are made in accordance with the Corporations Act. 
 
Support for Disclosers  
 
The following measures and/or mechanisms for protecting the confidentiality of a 
discloser’s identity are followed 

 all personal information or reference to the discloser witnessing an event will 
be redacted;  

 the discloser will be referred to in a gender-neutral context;  
 where possible, the discloser will be contacted to help identify certain aspects 

of their disclosure that could inadvertently identify them; and  
 disclosures will be handled and investigated by qualified staff. Secure record-

keeping and information-sharing processes  
 all paper and electronic documents and other materials relating to disclosures 

will be stored securely;  
 access to all information relating to a disclosure will be limited to those directly 

involved in managing and investigating the disclosure;  
 only a restricted number of people who are directly involved in handling and 

investigating a disclosure will be made aware of a discloser’s identity (subject 
to the discloser’s consent) or information that is likely to lead to the 
identification of the discloser;  

 communications and documents relating to the investigation of a disclosure 
will not to be sent to an email address or to a printer that can be accessed by 
other staff; and  

 each person who is involved in handling and investigating a disclosure will be 
reminded about the confidentiality requirements, including that an 
unauthorised disclosure of a discloser’s identity may be a criminal offence 

 
Disclosers will be supported to ensure they are not adversely affected where 
possible by measures such as: 

 allowing the discloser to perform their duties from another location, or perform 
another role at the same level,  

 maintain the confidentiality of a discloser,  
 address the risks of isolation or harassment, manage conflicts, and ensure 

fairness when managing the performance of a discloser;  
 investigate and address the detrimental conduct of individuals towards the 

discloser, such as by taking disciplinary action,  
 allow the discloser to take extended leave 



 
For any additional information, questions or support please contact the company 
officer responsible for receiving disclosures: 
Raymond Spry Chief Financial Officer 
Phone number: +618 9202 4406 (direct line) 
Email:   rays@cdmaust.com.au 
 
Date of review:  28/04/2025 
 
 
 
 
Raymond Spry 
Chief Financial Officer 


