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Purpose 

The purpose of this policy is to outline how Family Services Australia (FSA) will deal with whistleblowing disclosures 
made in accordance with the Corporations Act 2001 (Corporations Act) and the Taxation Administration Act 1953 
(Tax Act).   
 
To qualify for the protections available under the Corporations Act or the Tax Act you must be an eligible 
whistleblower, who discloses information to an eligible recipient, which is protected under that legislation.  These 
principles are explained in this policy. 
  
FSA takes its compliance obligations seriously, and it wants to hear from you if you know something that would be a 
'whistleblowing disclosure' under this legislation.  This policy sets out the protections available to eligible 
whistleblowers, and FSA encourages you to report anything you know about wrongdoing as soon as possible after 
you become aware of it, to help us: 
 

• maintain our values and our commitment to ethical business practice; 

• deter wrongdoing; 

• provide transparency; 

• support our code of conduct; and  

• ensure the services we provide to our vulnerable clients are of the highest ethical standard.   
 
This policy is made available to FSA's officers and employees via the FSA intranet and internet.  FSA can change this 
policy from time to time.  It is not intended to be contractual in nature, but you will need to comply with this policy 
as an employee or contractor of FSA.  It may be appropriate for FSA to depart from this policy if warranted in serious 
circumstances (such as, if there is a risk to a person's life or safety).  
 
This policy first deals with whistleblowing disclosures to which the Corporations Act applies.  You should refer to 
part 6 for guidance about disclosures under the Tax Act. 

Scope 

This policy applies to all employees and contractors of FSA. 

Associated Documents  

Board Conflict of Interest Policy Grievance, Discipline, Misconduct, Absence & Poor 
Performance Policy 

Code of Conduct and Ethics Policy Harassment Avoidance Policy 

Community Support Framework (CSF) Policy Human Resources Manual Policy 

Complaints Policy Media Relations Policy 

Confidentiality Policy Privacy Policy 

Confidentiality, Intellectual Property and Moral Rights 
Policy 

Social Media Policy 

Delegations of Authority Policy Workplace Bullying Policy 
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Disputes Resolution Policy Workplace Health and Safety Policy 

Fraud Control and Anti-Corruption Statement of 
Principles 

 

Acronyms and Definitions 

ASIC Australian Securities and Investment Commission 

APRA Australian Prudential Regulation Authority 

Commissioner Commissioner of Taxation 

Policy 

1. Who can make a whistleblowing disclosure?  

You are eligible to make a whistleblowing disclosure to which the Corporations Act applies if you are, or have 

been: 

(a) an officer or employee of FSA; 

(b) a supplier of goods or services to FSA (including on an unpaid basis), or an employee of such a supplier; 

(c) a director or secretary of a related body corporate of FSA; or 

(d) a relative or dependant of any of the above people. 

2. What is a 'whistleblowing disclosure'?  

2.1 Whistleblowing disclosures – Corporations Act 

A 'whistleblowing disclosure' under the Corporations Act can be made by an eligible whistleblower who has 

reasonable grounds to suspect that the information concerns misconduct or an improper state of affairs or 

circumstances in relation to FSA (or a related body corporate).  

This includes (but is not limited to) where the whistleblower has reasonable grounds to suspect the 

information indicates that FSA (or a related body corporate), or any of its officers or employees, has engaged 

in conduct that: 

(a) constitutes an offence under, or contravention of any of the following legislation (or any instrument 

under them): 

Corporations Act 2001 Australian Securities and Investments 

Commission Act 2001 

Banking Act 1959 Financial Sector (Collection of Data) Act 

2001 
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Insurance Act 1995 National Consumer Credit Protection Act 

2009 

Superannuation Industry (Supervision Act) 

1993 

Life Insurance Act 1995 

(b) constitutes an offence against any other Commonwealth law punishable by 12 months' or more 

imprisonment; or 

(c) represents a danger to the public or the financial system.  

For example, if you have reasonable grounds to suspect corrupt conduct, fraud, theft, maladministration, 

harassment or unlawful discrimination, misuse of public resources, violence or other criminal conduct, or 

conduct which would cause harm to a person, has taken place (or is taking place or may take place) then you 

should disclose that to FSA.  This list is not exhaustive and other wrongdoing may be covered by this policy 

even if it may not be a breach of a particular law, for example, if it causes a significant risk to public safety.  

2.2 Personal work-related grievances 

A 'personal work-related grievance' is not a whistleblowing disclosure unless it has significant implications for 

FSA that do not relate to you, and: 

(a) concerns conduct (or alleged conduct) referred to in points (a) to (c) above; or 

(b) concerns victimisation or threatened victimisation to you, as outlined in part 5.4 below. 

A 'personal work-related grievance' is a complaint or dispute to do with your employment (or previous 

employment) with FSA, which has implications for you personally. For example, an interpersonal conflict 

between you and another employee, or, if you are dissatisfied about a decision relating to your employment 

(such as about transfer or promotion, the terms of your employment, discipline or termination). 

2.3 When to use this policy 

If you have a work-related grievance which is also a whistleblowing disclosure, you should refer to this policy.   

Disclosures of a personal work-related grievance only are not protected under this policy or the Corporations 

Act.  If you have a personal work-related grievance only, then you should refer to FSA's Grievance, Discipline, 

Misconduct, Absence & Poor Performance Policy. 

3. Making a disclosure – Corporations Act 

3.1 Making a whistleblowing disclosure to FSA 

You can make a whistleblowing disclosure to which the Corporations Act applies by contacting the following 

people (Contact Officers): 
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(a) the expert organisation that FSA has engaged to assist us with whistleblowing disclosures, Stopline.  

Stopline can be contacted at any time on 1300 788 712.  StopLine is independent from FSA 

management, and disclosures can be made anonymously through the Stopline system; 

(b) an officer or senior manager at FSA or our external auditor or actuary, including;  

Name  Position Email 

Gary Jackson Managing Director & 

Company Secretary 

gary.jackson@familyservices.org.au  

Aaron Talbot 

 

Brett Fahey 

People & Culture 

Leader 

Operations Director 

aaron.talbot@familyservices.org.au 

 

brett.fahey@familyservices.org.au  

Rebecca Hardy Finance Manager rebecca.hardy@familyservices.org.au  

(c) or FSA's external auditor (or a member of the internal audit team). 

Name Position Email 

Gary Jackson Managing Director & 

Company Secretary 

(Internal Audit) 

gary.jackson@familyservices.org.au  

 

Emma Muller QA & Innovation 

Manager (WHS Officer 

– Internal Audit) 

emma.muller@familyservices.org.au  

Stevie-Rae Kirkland Clinical Lead (Internal 

Audit – Clinical 

Practice) 

stevie-rae.kirkland@familyservices.org.au  

Ben Fock External Audit Partner, 

HLB Mann Judd 

bfock@hlbw.com.au  

You should ensure that any email or correspondence that you send to a Contact Officer is marked 'Strictly 

Confidential'. 

You should not make a whistleblowing disclosure to a Contact Officer who has been involved in the conduct 

or allegations you are reporting.  In that case, contact a different Contact Officer.  

3.2 External disclosures 

If you do not want to contact FSA, you can contact ASIC or APRA to make a whistleblowing disclosure, and you 

should refer to their policies about how the disclosure will be managed and the protections that will be 

available to you. 

mailto:gary.jackson@familyservices.org.au
mailto:aaron.talbot@familyservices.org.au
mailto:brett.fahey@familyservices.org.au
mailto:rebecca.hardy@familyservices.org.au
mailto:gary.jackson@familyservices.org.au
mailto:emma.muller@familyservices.org.au
mailto:stevie-rae.kirkland@familyservices.org.au
mailto:bfock@hlbw.com.au
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Public interest and emergency disclosures (for example to a member of parliament or journalist) will only be 

protected if made in specific circumstances set out in the legislation.  For example, before making a public 

interest disclosure you must first make a report to ASIC, APRA or another prescribed body, and you must wait 

at least 90 days before making the public interest disclosure.  You should ensure you carefully follow the 

correct process, or your protections under the Corporations Act will be lost.  

An eligible whistleblower may disclose the information to a legal practitioner for the purpose of obtaining 

legal advice/representation in relation to the operation of the Corporations Act, and this disclosure will be 

protected under the Corporations Act.  It is recommended that you seek legal advice before making a public 

interest or emergency disclosure. 

3.3 Information to include in a whistleblowing disclosure   

You can make a whistleblowing disclosure to FSA (or a related body corporate) anonymously or by using a 

pseudonym, and the protections under the Corporations Act will apply even if you choose not to identify 

yourself.  If you choose to remain anonymous then FSA encourages you to provide contact details for a secure 

and anonymous method of communication so that we can contact you if needed. 

If you choose to identify yourself, the Contact Officer is generally required to keep your identity confidential 

(see part 5 below for more information).   

If you make a whistleblowing disclosure, you should provide reasonable details to assist the Contact Officer to 

determine the best course of action, such as: 

(a) when and where the relevant events occurred (e.g. dates and times); 

(b) details of anyone involved; and  

(c) any supporting information (e.g. documents, file notes, emails, photographs). 

 

4. Assessment and Investigation 

4.1 Assessment of the disclosure  

The HR Coordinator will conduct a preliminary assessment, to determine whether your disclosure requires 

further investigation and whether this policy applies.  If you have identified yourself to the Contact Officer 

and given the Contact Officer permission to disclose your identity to the HR Coordinator, then the HR 

Coordinator and/or QA & Innovation Manager (WHS Officer – Internal Audit) may contact you to obtain 

further information.  If you do choose to remain anonymous, this can make it more difficult to make an 

assessment of and investigate the disclosure.   

If your whistleblowing disclosure concerns the HR Coordinator, then the QA & Innovation Manager (WHS 

Officer – Internal Audit) will carry out this assessment.   
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The assessor will endeavour to complete the assessment within four weeks, but this will depend on the 

circumstances and nature of your disclosure.  

4.2 Investigation 

An investigation will only take place if there is objective evidence to support the allegations, or, a reasonable 

suspicion that such evidence may be obtained through further investigation.  The investigator appointed by 

FSA will determine whether the information in the disclosure is proven on the balance of probabilities (i.e. it is 

more likely than not that the alleged conduct has occurred).  A formal investigation might involve third parties 

such as lawyers, accountants, consultants or specialist forensic investigators.  Relevant evidence will be 

collected, which may include interviewing witnesses.  The investigator will endeavour to complete the 

investigation within six weeks, but this will depend on the circumstances and nature of your disclosure 

If a whistleblowing disclosure is proven, the investigator will report the outcome of the investigation to the 

appropriate decision-maker for further action.  Where appropriate, the whistleblower will be advised of the 

outcome, provided that the whistleblowing disclosure was not made anonymously and relevant contact 

details have been provided.  

If the whistleblowing disclosures are not proven, but there is evidence of other inappropriate conduct, the 

matter may be referred for other action.  For example, it might be referred to the Managing Director if there 

is evidence of a breach of an employment policy. 

If the whistleblowing disclosures are not proven, and there is insufficient evidence of other inappropriate 

conduct, no further action will be taken and the whistleblower should be advised accordingly, provided that 

the whistleblowing disclosure was not made anonymously and relevant contact details have been provided.  

4.3 Updates 

If you make a disclosure as an eligible whistleblower under this policy then you will be contacted with updates 

during the investigation process when appropriate stages are completed, as long as you have provided your 

contact details.  The timing of updates will depend on the circumstances of the investigation.  

5. Protections 

5.1 Protection of identity and confidentiality 

If you have chosen to reveal your identity to the Contact Officer when making a whistleblowing disclosure, 

the Contact Officer may ask for your consent to disclose your identity and/or information that might lead to 

your identification.  For example, if this would assist with an investigation. 

If you choose not to give consent, then the Contact Officer is only permitted to disclose your identity: 

(a) to ASIC, APRA (or to the Commissioner in relation to a tax matter referred to in part 6) or the Australian 

Federal Police;  
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(b) to a legal practitioner to obtain advice or legal representation in relation to the operation of the 

legislation; or 

 

(c) in limited circumstances required by law, for example, where ordered by a Court in legal proceedings. 

It is a breach of the Corporations Act for the Contact Officer to disclose your identity to any other person 

without your consent.  

If reasonably necessary, information that does not reveal your identity may be disclosed to investigate your 

disclosure.  FSA will take all reasonable steps to reduce the risk that you will be identified as a result. 

5.2 Protection of files and records 

FSA's records created from an investigation should be retained under strict security in the course of the 

investigation, and following the investigation. Access will only be given on a 'need to know' basis to those 

persons directly involved in the investigation of your disclosure and managing any outcomes.  Your identity 

will not be disclosed to any of those people, except with your consent or as referred to in part 5.1.  Where 

appropriate, identifying information will be redacted.   

5.3 Support 

If you have concerns about your work environment when you make a whistleblowing disclosure (or at any 

time after making the disclosure) then you should tell the Contact Officer immediately.  The Contact Officer 

will discuss appropriate strategies with you to manage any performance impacts or other challenges arising 

from the disclosure or the investigation.   

5.4 No victimisation 

'Victimisation' is what happens if a person is subjected to detriment as a result of: 

(a) making a whistleblowing disclosure; or  

 

(b) someone else's belief/suspicion that the person has made or will make a whistleblowing disclosure. 

For example, it can include harassment or intimidation, termination of employment, injury in employment, 

physical violence, psychological harm, and/or damage to reputation or property.  

Victimisation is strictly prohibited by FSA.  You should immediately inform the Contact Officer if you are 

subjected to victimisation, or any threat of victimisation, so action can be taken.   

5.5 Protecting employees 

Employees mentioned in a whistleblowing disclosure, or to whom a disclosure relates, also need to be treated 

fairly.  No decisions should be made about any allegation against them without proper investigation.  Also, 

their involvement will be kept reasonably confidential.   
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5.6 Protections under the legislation 

An eligible whistleblower has additional protections under the legislation: 

(a) The whistleblower is not subject to any civil, criminal or administrative liability (including disciplinary 

action) for making a whistleblowing disclosure.  

 

(b) No contractual or other remedy can be enforced, and no contractual or other right can be exercised 

against a whistleblower on the basis of the whistleblowing disclosure.  

 

(c) If the disclosure is made to ASIC, APRA (or to the Commissioner in relation to a tax matter referred to in 

part 6) or is a public interest/emergency disclosure, then the information is not admissible in criminal 

proceedings or for the imposition of a penalty against a whistleblower.  

 

(d) A whistleblower may be entitled to compensation for victimisation.  Other remedies may also be 

available depending on the type of detriment suffered, for example, a Court may grant an injunction to 

stop victimisation, require an apology to be given, or to re-instate a whistleblower who has been 

victimised by termination of employment. 

Note: Some of the protections referred to this policy might not be available to you, to the extent you are 

found to have been involved in wrongdoing (such as, knowingly giving false information).    

5.7 Involvement in wrongdoing 

FSA may take disciplinary action against anyone found to have: 

(a) victimised or threatened a whistleblower;  

 

(b) disclosed information in breach of whistleblower protections; or 

 

(c) lied or knowingly given false evidence in connection with a whistleblowing disclosure.   

Note: If a whistleblower has properly made a disclosure in accordance with the Corporations Act, they are 

entitled to the protections under the legislation and this policy, even if the allegations are ultimately found 

not to be proven. 

6. Tax Act 

A whistleblowing disclosure can be made by certain eligible whistleblowers to certain eligible recipients under 

the Tax Act where: 

(a) the whistleblower discloses information which they have reasonable grounds to suspect indicates 

misconduct or an improper state of affairs in relation to FSA's tax affairs; and 
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(b) the whistleblower considers the information may assist the recipient to perform functions/duties in 

relation to FSA's tax affairs.     

If you are eligible to make a protected disclosure under the Corporations Act as outlined in part 2.1, then you 

are also eligible to make a protected disclosure under the Tax Act.  

You can make a protected disclosure under the Tax Act to anyone at FSA listed in part 3.1, to FSA's auditor or 

an audit team member, to FSA's registered tax or BAS agent (if any), or to a FSA employee who has 

functions/duties that relate to the tax affairs of FSA.  

A whistleblowing disclosure duly made under the Tax Act to FSA will generally be assessed and investigated in 

accordance with this policy, and whistleblowers will be afforded the protections set out in this policy, subject 

to any variations to this policy required to comply with the Tax Act. 

A whistleblower can also make such a disclosure to the Commissioner, in which case you should refer to their 

policy about how disclosures will be handled. 

7. Information and complaints 

For more information about this policy, you can contact FSA's Managing Director. 

If you think anyone at FSA (or a related body corporate) has breached their obligations of confidentiality to 

you in relation to any whistleblowing disclosure under the Corporations Act or the Tax Act, please 

immediately contact FSA's Managing Director so action can be taken.  If you do not want to contact FSA, you 

can contact ASIC, APRA, or the Commissioner (in relation to the Tax Act).  You can also contact a legal 

practitioner for advice or representation.  

 
This policy is approved and issued by the Managing Director of Family Services Australia. 

 
 

Managing Director:  Date: 25/3/24 
 

 


