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1. POLICY STATEMENT  
The Company is committed to the highest standards of openness, accountability and transparency. An 
important aspect of this is a process to enable employees, suppliers and contractors to voice concerns 
in a responsible and effective manner.  

We want you to feel comfortable and encourage you to approach your line manager or any member of 
the management team, if you believe that violations of our policies or standards have occurred.  Further 
there is a Grievance Process should you feel your concerns were not adequately addressed initially. 

Nevertheless, if you discover information which you believe shows serious malpractice, wrongdoing or 
is in the public interest then this information must be able to be disclosed and reported without fear of 
reprisal, and there are arrangements to enable you to do this, independently of management.  Examples 
of serious malpractice include: 

• fraud / corruption / improper accounting 
• bullying, harassment including sexual, discrimination or abusive behaviour that you have 

witnessed taking place 
• theft, damage or misuse of company property 
• health and safety risks, including those acts or omissions with the potential to harm 
• environmental damage, including those acts or omissions that would lead to a breach in 

legislation 
• unethical behaviour and/or damage to Company reputation 

 
The Public Interest Disclosure Act (1999) gives legal protection to individuals either being dismissed or 
penalised as a result of publicly disclosing certain serious concerns.  

2. KEY PRINCIPLES 
The Company will treat all such disclosures in an anonymous and/or confidential and sensitive manner.  

We aim to reply to reports within 14 days however due to the varied nature of these sorts of complaints, 
which may involve internal investigators and/or the police, it is not possible to always achieve the 14 
days. The investigating Manager will ensure that the investigations are undertaken as quickly as 
possible without affecting the quality and depth of those investigations. 

We expect reports to be made in good faith and for individuals to have reasonable belief that making 
the disclosure highlights serious concerns. Please note that any reports investigated and deemed to be 
malicious could give rise to disciplinary procedures commencing or legal action for external reports. 

 

3. PROCEDURE TO MAKE A DISCLOSURE 
Our independent Whistleblowing Service is called Whistleblower Software and is provided by 
Formalize.  It is a secure platform, available 24 hours a day, 7 days a week and it allows you to report 
confidentially and anonymously.  

Please use the following link to access www.bakkafrost.com or Workvivo via  or apps  

This service is available for all employees, and anyone working for, or with Bakkafrost in any capacity. 

All reports are managed by Whistleblower Software who will act on your information, without 
compromising you in any way. The service is totally confidential and is available 24 hours a day, 7 days 
a week and you may remain anonymous if you wish.   

The incident will be reported in the first instance to a small number of the Senior HR team, who have 
been designated as an independent point of contact under this procedure. 

 

http://www.bakkafrost.com/
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4.  INVESTIGATION PROCEDURE  
 

An appropriate investigating Manager will then be appointed and follow these steps: 
• Obtain full details of the complaint from Whistleblower Software (or add the complaint to 

Whistleblower Software if it has been reported directly).  
• Inform the individual against whom the complaint is made as soon as is practically possible. The 

individual will be informed of their right to be accompanied by a trade union or other 
representative at any future investigation held. 

• Consideration will be given to suspending any employee involved in the complaint during the 
period of investigation, if appropriate. This would only be if it was essential to the investigation 
and should not be assumed to be linked to any disciplinary process. 

• Fully investigate the allegation with the assistance, as appropriate and of other individuals / 
bodies, (Company Auditors,SEPA, the Police etc) after consulting with the Managing Director. 

• Make a judgement concerning the complaint and validity of the complaint. This judgement will be 
made in a written report containing the findings of the investigations and fully outline the reasons 
for the judgement.  

• If the complaint is shown to be justified, invoke the disciplinary or other appropriate Company 
procedures as required. 

• Keep the complainant informed of the progress of the investigations and, as appropriate, of the 
final outcome via Whistleblower Software, as soon as possible and no later than 90 days of 
receipt. 

 

If the complainant is not satisfied that their concern has been effectively dealt with, they have the right 
to raise it in confidence with the Managing Director. 

If the investigation finds the allegations unsubstantiated and all internal procedures have been 
exhausted, but the complainant is not satisfied with the outcome of the investigation, the Company 
recognises the lawful rights of employees and ex-employees to make disclosures to independent 
professional organisations (such as the Health and Safety Executive, the Audit Commission, or the 
utility regulators), or, where justified, elsewhere. 
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