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Whistleblower Disclosure process 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
  
  

Who can make a protected 
Disclosure? 
 An eligible whistleblower is 

an individual who is or has 
been: 

 An officer (director, 
secretary or senior 
manager) or employee of 
the Trustee;  

 A supplier  and their 
employees who provides 
services or goods to the 
Trustee;  

 An associate of the Trustee;  
 An officer of a custodian or  

investment manager; 
 A relative or dependant of 

any of the above (or of their 
spouses); 

 An employee or supplier of 
a custodian or investment 
manager; 

‐ who has reasonable 
grounds to suspect 
misconduct or  an improper 
state of affairs relating to 
the Trustee, its officers or 
employees – e.g. fraud, 
negligence, default, breach 
of trust, breach of duty. 

Who to disclose to and how to disclose: 
Internal: Authorised Eligible Recipients (AER) are: 

Sue Lowe, on 03 9635 5990 or in person during business hours  
Tom Jarosz, on 03 9635 5900 or in person during business hours  
By  email to: Whistleblowercontact@twusuper.com.au  OR by 

 letter to: Whistle-blower Recipient, 25/150 Lonsdale Street, 
Melbourne VIC 3000 

  
If neither of the above is available or appropriate please contact: 
Any member of the Management Team as listed on the TWUSUPER 
web site, on 03 9635 5990 or in person during business hours: 

 By email to: Whistleblowercontact@twusuper.com.au OR by 
 letter to: Whistle-blower Recipient, 25/150 Lonsdale Street, Melbourne 

VIC 3000. 
 

Note: a disclosure made to anyone other than an AER will need to 
forward the disclosure to an AER in consultation with the Whistle-
blower. 

 
 In respect of disclosures from or about the CEO or any director the 

Chair is the Board is also an AER and can be contacted: 
Nick Sherry on 03 6424 6397 or email to: 
Whistleblowercontact@twusuper.com.au  OR by letter to:  
Whistle-blower Recipient, 25/150 Lonsdale Street, Melbourne VIC 
3000 
 

External: Authorised Eligible Recipients are: 
Internal Auditor - Nicole Oborne, Partner, PwC on 03 8603 2914 or by  
email to: nicole.oborne@pwc.com OR by letter to: 
PricewaterhouseCoopers, 2 Riverside Quay Southbank VIC 3006  
ASIC via their website 
APRA via their website 
A legal practitioner 
ATO via their website (tax-related disclosures only) 
 

A public interest or emergency disclosure can be made to ASIC, APRA, your 
MP or professional journalist in certain circumstances. 

After a Disclosure has been made: 
1. We will acknowledge receipt immediately if  in person or 

by email to whistleblowercontact@twusuper.com.au OR 
within 3 working days of receipt if contact is by letter or 
phone . 

2. We will assess if the disclosure is a protected disclosure 
and review the allegations made & determine if an 
investigation is required.  We will advise you where 
possible of this outcome within 10 working days. 

3. We will investigate by clarifying the  information given; 
talking to witnesses; gathering evidentiary data ‐ ideally 
within 45 days, but depends on the  complexity of the  
allegations. 

4. We will keep you informed, if we are able to make 
contact, during the investigation process at least every 4 
weeks. 

5. We will advise you when the investigation has been 
completed, and if allowable under law, of the outcome 
within 28 working days of the investigation being 
completed. 

Please note that the timeframes will depend on the 
complexity of the disclosure and the time required to 
investigate. 

The subject of the disclosure must be a reasonable suspicion about misconduct 
or an improper state of affairs or circumstance about the organisation, an 

officer or employee. 

We will always maintain the confidentiality of all parties, 
unless exceptions apply under the law. 

There can be no detrimental treatment or harassment of a 
whistleblower.  If the Whistle-blower has any concerns 
about any detrimental conduct arising from disclosure, they 
should raise these with the person that the original 
disclosure was made to. 

If you are not satisfied with the outcome of the investigation 
or that no investigation has been conducted, you can 
contact the CEO or an external channel referred to at left 
(who was not involved with the original investigation) and 
request a review. 

The disclosure can be made 
identifying yourself or can be 
made anonymously. 
All disclosures are treated 
confidentially (subject to 
limited legal exceptions). 
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Whistle-blower Recipient’s process 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  

If a disclosure has been made to 
an alternative recipient**, where 
possible confirm with the W/B’er 

that they can forward the 
disclosure or ask that the W/B’er 

makes the disclosure to an 
Authorised Eligible Recipient 

(AER) 

Key Requirements 

Maintain Confidentiality at all times – both the Whistle-blower and the complainant (assign non de plumes or alpha numeric code) unless otherwise allowable* 

Keep the Whistle-blower informed of the investigation and outcomes where possible 

Ensure that there is no victimisation and detriment of whistle-blower 

Acknowledge receipt of the 
disclosure immediately if in 

person or my email, or within 3 
days of receipt. 

Yes – assess the type of investigator and contact per the 
list of expert investigators 

Confirm if the Whistle-blower is eligible 
and can make a protected disclosure 

within 14 days.  Take care in determining 
if the protections apply. 

No – advise the Whistle-blower why they are not eligible and the possible steps that 
they can take. 

 
No – advise the Whistle-blower why their disclosure is not protected and the possible 

steps that they can take. 

Yes - Advise the Whistle-blower that their disclosure is 
protected and broadly the next steps that will be taken. 

Review the disclosure and  complete the Work Plan 
Is an external or expert investigator is needed 

Brief the Investigator, do not identify the W/B’er No – commence the investigation process 



 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Investigation process: 
 Follow the Work Plan (refer Appendix 3) 
 If not a clear cut case seek legal advice (opportunity to preserve legal privilege) 
 Be consistent with the Whistle-blower policy and process  
 Identify witnesses 
 Counsel witness about confidentiality 
 Ask open questions, gather evidence as necessary to support or disprove the disclosure 
 Keep a record of all meetings using non de plumes or alpha numeric codes to protect Whistle-blower, Witnesses and Complainant.  Keep record in secure place. 
 Minimise the number of people exposed to the disclosure. 
 Where necessary or if in any doubt, seek legal advise. 
 Document conclusion – disclosure is proven or not. 
 If proven, depending on issue escalate to CEO or Chair for next steps e.g. reporting to federal or metro police, regulator, disciplinary action involve HR to commence process. 
 Formulate feedback to Whistle-blower, if proven acknowledge their role in bringing the issue to light.  If not proven explain no evidence to support the disclosure. 
 Review processes and procedures where necessary to close any gaps that gave rise to the disclosure. 

Prepare annual report on Whistle-blower disclosures for the Board, maintaining confidentiality.  Include:  

 Number of whistle-blowing instances 
 How disclosures were received 
 Type of disclosure 
 Use of expert investigators 
 Outcomes 
 Actions arising from completed disclosure 

*There are 3 exceptions to maintaining confidentiality of the Whistle-blower: 

 1. Consent given by the Whistle-blower to disclose their identity 
 2. Disclosure made to ASIC, APRA and/or AFP, OR A State or Territory authority for assisting them in the performance of their duties; OR a lawyer for the purpose of 

obtaining legal advice or representation.   
 3. Particulars disclosed for the purpose of an internal investigation, and reasonable steps were taken to protect identity 

** Use the arrow approach: 

 Acknowledge the disclosure 
 Refer to an Authorised Eligible Recipient 
 Reiterate confidentiality in lieu of consent 
 Offer to accompany and/or talk to Authorised Eligible Recipient 
 Watch that you do not break confidentiality 



 

Appendix 3 
 
Whistle-blower Investigation Work Plan  
 
Created on ……………………………. 
 

Date the allegation was received 
and by whom 

 

Describe the allegation  

Steps taken to ensure 
confidentiality 

 

What sources of data are 
required? 

 

Where will these be sourced 
from? 

 

How will they be sourced?  

Has evidence and data been 
secured? 

How has this been secured? 

 

Does legal representation need to 
be engaged (which among other 
things, allows use of legal 
privilege)? 

If so, who needs to be engaged? 

 

Does an external investigator 
need to be engaged? 

 

Is an expert investigator needed 
to support an internal 
investigation? 

 

Who needs to be interviewed?  

How and when will they be 
interviewed? 

 

Agree the protocol prior to the first 
meeting. 

 

How will documents be shared, 
can the interview be recorded 

 

Can the interviewee have a 
support person or legal rep? 

 

 
 
 


