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MOJIITUKA BUKPUTTS
HEINPUHUHSITHOI
MOBEJIHKW/IIOPYIIEHHSI B
NISIJIBHOCTI
®OHY PO3BUTKY
NIIIPUEMHUIITBA

1. 3arauabHi mosoxkeHHs Ta cepa

3aCTOCYBAHHA
1.1 Tlomituka BukpuTT (Oani —
llonimuxka) doHny PO3BUTKY
miagnpueMHuuTBa (dani — @ono abo

@PII) BCTaHOBIIOE TOPSIOK IOJAHHS,
PO3IIISITYy Ta 3aXUCTY IMOBIIOMJICHB MPO
MO>KJIHBI MOPYIIICHHS 3aKOHY,
BHYTPIIIHIX TOJITUK, €TUYHUX HOPM
a00 CTaHIAPTIB MOBEAIHKH Y A1STIbHOCTI
donny. Ii Meroro € 3abe3neyeHHS
€()EeKTUBHOTO, IPO30pOro Ta
0€3MeYHOro MeXaHi3My MOBIIOMIIEHHS
(bakTiB, 110 3aB/1aJIM Y1 MOXKYTh 3aBAaTH
mkoau doumy, Horo pemyTtanii ado
1HTEepecaM 3aIliKaBJIEHUX CTOpIH, a
TaKOX TapaHTyBaHHS 3aXUCTy OCI0, sKi
MOBIJOMJISIIOTh NP0 MOPYLIEHHS, Bij
Oynp-skux  (Gopm  pempeciii  uu
JTUCKpUMIHAIIII.

1.2 TlomiThKa 3aCTOCOBYETHCS JI0 BCIX
YJICHIB OPTaHIB YIPaBJiHHA, KEPIBHUKIB
Ta mpaiiBHUKIB DOHIY, HE3AJIEKHO Bij
iXHbOI TIOCaAM Ta HAJEKHOCTI [0
HiAPO3JAUTY, Y SIKOMY BOHHU MPALIOIOTh.

WHISTLEBLOWING POLICY
OF THE BUSINESS
DEVELOPMENT FUND

1. General provisions and scope

1.1 The  Whistleblower Policy
(hereinafter — the Policy) of the
Business Development Fund

(hereinafter — the Fund or BDF)
establishes the procedure for submitting,
considering and protecting reports of
possible violations of the law, internal
policies, ethical norms or standards of
conduct in the activities of the Fund. Its
purpose is to provide an -effective,
transparent and safe mechanism for
reporting facts that harm or may harm
the Fund, its reputation or the interests
of stakeholders, as well as to guarantee
the protection of whistleblowers from
any form of reprisals or discrimination.

1.2 The Policy applies to all employees
of the Fund, regardless of their position
and affiliation to the department in
which they are located. The Policy is
mandatory for all members of the
management bodies, managers and
employees of the Fund.




2. OcHOBHI TepMiHK

2.1 YV [Ilomitumi OCHOBHI TEpMiHH
BXKMBAIOTHCSl B TAKOMY 3HAYECHHI:

Bukpurrs — 11, 10 NOJATaE y
T00pPOCOBICHOMY  TOBIJIOMJICHHI TIPO
Mi03py Yy BYMHEHHI HEMPaBOMIPHHUX
i, CITy)KOO0BHX 3JIOBKUBaHb,
HECTUYHOI TIOBEAIHKH, TIOPYIICHHS
BHYTPIIIHIX TOJITHK a0o TMporeayp
@DoHly PO3BUTKY IMANPUEMHHUIITBA,
yepe3 nependadeni miero IlomiTukoro
MEXaHI3MH.

Buxpusau — 11e ocoba, fka: Mae
iH(dOopMaIrito Mpo WMOBIPHI KOPYMITiiTHI
MpaBONOpYyIIEHHS — (PaKTU4YHI JaHl, a
came npo 00CTaBUHU IIPABOMIOPYIIICHHS,
MICIIE Ta Yyac Moro BUMHEHHS Ta 0CO0Y,
sKa  BYMHWIA  IPABOMOPYIICHHS,
NepeKoHaHa y  TOYHOCTI  TaKoi
1H(popMarlii; oTpuMaa 1o iHpOpMaILIio
i qac MpaleBJIallTyBaHHs,
npodeciiiHOoi, EKOHOMIYHO1, COIIaJIbHOT,
HAayKOBOI  JISJIBHOCTI, CIyXOM 4H
HaBYaHHS.

IIpodsema — Oyb-siKe
MOBIJOMJIEHHST TIpo  (akTU4HI  abo
WMOBIpHI HENpaBOMIpHI Jii, BKJIIOYHO,
aje He OOMEXKYHYHUCh, IIAXPaiCTBOM,

HEHAJICKHOIO MMOBEIIHKOIO,
CITY)KOOBUMU 3JI0BKUBAHHSIMH,
CTUIHUMHU MOPYIICHHSIMH,
JIOMaraHHsiM, TepeciayBaHHsIM, a0o

OyIIb-SIKUMH [ISIMHU, 3JaTHUMU 3aBIaTH
mkoan Dowupgy, #oro Oenedirmiapam,
IHIITUM 3aIHTEPECOBAaHUM CTOPOHAM YU
HOTo 10BN penmyTairi.

IIaxpaiicTBO — OyIb-siKa
YMUCHA JTisl, CIPSIMOBaHa Ha BBEJICHHS B
OMaHy, MPUXOBYBaHHs 1H(opMalii adbo
iHIIe oOMaHHE [ISHHA 3 METOIO

2. Key terms

2.1 In the Policy, the main terms are
used in the following meaning:

Whistleblowing — The act of
raising a concern about suspected
wrongdoing, misconduct, malpractice,
unethical behaviour, or breaches of
internal policies within BDF, in good
faith, through the mechanisms provided
by this Policy.

Whistleblower — a whistleblower
is an individual that: yas information
about alleged corruption offenses —
factual data, namely on the
circumstances of the offense, the place
and time of its commission and the
person that committed the offense; is
convinced in the accuracy of such
information; received this information
in the course of employment,
professional, economic, social,
scientific activities, service or training.

Concern — Any report of actual or
suspected wrongdoing, including but not

limited to fraud, misconduct,
malpractice, ethical violations,
harassment, victimisation, or any

actions that may harm the Fund, its
stakeholders, or its reputation.

Fraud — Any intentional act of
deception, misrepresentation, or
concealment designed to secure an
unfair or unlawful gain, including
misappropriation of funds, falsification
of records, or other forms of financial
dishonesty.

Misconduct — Behaviour by an
employee or officer that violates the
Fund’s policies, procedures, ethical
standards, or professional codes,




OTPUMAaHHS HENpPaBOMIPHOT abo
HE3aKOHHOI1 BUT'OJIH, 30KpeMa
IPUBJIACHEHHS KOINTIB, MAPOOICHHS
JOKYMEHTIB ~ 4Yd  1HIII  TPOSBH
¢dbiHaHCOBOT HEAOOPOUYECHOCTI.
Henane:xxna  mnoBeginka  —
MOBE/IHKA TIpaIliBHUKa a00 IMOCaa0BOi
oco0u, M0 CYMNEPEeUUTh BHYTPIIIHIM

MONITHKAM, TMpoIeaypaM, CeTHIHHM
CTaHJapTaM abo npodeciitHIM
kogekcam  @OHAy,  BKJIIOYHO 3

HeI0aiCTIO, HEBUKOHAHHSIM 000B’ I3KIB
a00 Oy Ib-SIKUMHU JIISIMH, SIK1 TIJIPUBAIOTh

TOOPOYECHICTh o7l e(hEeKTUBHICTh
nismbHOCTI DOHTY.
Cayx00Bi 3J10B:KUBaHHS  —

Oynb-siIka HEHaJeXHa, HeeTuyHa abo
HemOana mpodeciiiHa TMOBemiHKA Y
MpaKkTHUKa, [0 NPU3BOAUTH ab0 MOXKe
MPU3BECTH 10 IMKOAW YW PHU3UKY IS
®onny, Woro OeHedimiapiB, I1HIIMX
3a1HTEPECOBAHUX CTOpIH abo
IPOMAJICHKOCTI, CTBOPIOE TIEpPEeBaru 4u
JOJIaTKOB1 OJiara JJisi OKpeMHX OC10 4M
rpymnu ociO.

Inmi HenmpaBomipHi aii — Oy/ib-
gka Jiga  abo  Oe3ISIBHICTh, IO
CyNepeyuTh BHYTPINIHIM MOJITHKAM,
€TUYHUM CTaHaapTaM abo
3araJbHOTIPUHHITHM HOpMaMm
noBeIHKK y DOH/II, BKIIOYHO, ajie He
00MEXKYHOUUCH, JIOMaraHHsIM,
MEPECIiIyBaHHIM,  JAUCKPUMIHALIELO,
Xxa0apHUIITBOM, KOpYIILi€elo ado Oyab-
SIKOIO CIIPOOOIO MPUXOBATU BKa3aH1 Jii.

Kongigenuiiinictb — KOMILJIEKC
OpraHi3alifHUX Ta TEXHIYHUX 3aXOJIiB,
COpSIMOBAaHUX HA  3aXUCT  ocolu
BUKpHMBAaYa Ta HaJlaHOT HUM 1H(opMaItii
y MaKCUMaJIbHO MOXJIMBOMY 00Cs31 Mij

including negligence, breach of duty, or
any improper action that undermines the
Fund’s integrity or operations.

Malpractice — Any improper,
unethical, or negligent professional
behaviour or practice that results in
harm, risk, or potential detriment to the
Fund, its stakeholders, or the public,
creates advantages or additional benefits
for individuals or groups of individuals.

Other Wrongdoing — Any action
or omission that contravenes the Fund’s
policies, ethical standards, or expected
standards of conduct, including but not
limited to harassment, victimisation,
discrimination, bribery, corruption, or
any attempt to conceal the above
activities.

Confidentiality — Measures taken
to protect the identity of a whistleblower
and the information provided, to the
fullest extent possible, during the
investigation and resolution of a
concern.

Anonymous Reporting — The
submission of a concern without
revealing the identity of the
whistleblower. While accepted under
this Policy, anonymity may limit the
ability to investigate and provide
feedback.

Retaliation / Reprisal — Any
adverse action, punishment,
intimidation, harassment, or
discrimination against an employee as a
result of raising a concern under this
Policy. Retaliation is strictly prohibited.

Investigation — A formal process
undertaken by authorized officials of the
BDF to gather information, assess the
validity of a concern, and determine




Jac TPOBEACHHS PpO3CTiAyBaHHS Ta
BUPIIICHHS MTPOOJIEMHU.

AHOHIMHE TOBiZOMJICHHHA —
MOJIaHHS TOBIAOMJICHHS 0€3 PO3KPHUTTS

ocobu  BHKpuBaua.  Xoda  Taki
MOBITOMJICHHSI ~ JTOTTYCKAIOTBCS  ITI€I0
[TomiTuko}¥O, AHOHIMHICTh MOXKE

00MEKyBaTH MOXJIMBOCTI 3 IPOBEICHHS
pO3CIiAyBaHHS Ta HAJaHHS 3BOPOTHOTO
3B A3KY.

IlepecninyBanns / Penpecii —
OyIp-sKi HEraTWBHI Jii, TOKapaHHS,
MOTPO3H, 3aJSIKyBaHHS, JOMaraHHs abo
JUCKPUMIHALIS IIOAO IMpaliBHUKA Y
3B’SI3KY 3 TIOJIAaHHSIM HUM TTOB1JIOMJICHHS
BignoBigHo g0 miel  IlomTukw.
[lepecnimyBanHss Ta pemnpecii CyBOpO
3a00pOHEHI.

PoscainyBanns —
dbopmanizoBaHuit MpoIIeC, SAKUN
3IMCHIOETHCS YIOBHOBKECHUMU
nocagoBumu ocodamu OPIT myist 360py
Ta aHamzy 1Hdopmarlli, OIIHKH
OOTPYHTOBAHOCTI  TMOBIJIOMJICHHSI ~ Ta
BU3HAYCHHSI HAJICKHAX 3axX0JIiB
pearyBaHHS T1ITBEPKEHI
MTOPYITICHHS.

3;0BMuCHe a00 HemnmpaBauBe
3BMHYBa4Ye€HHS —  TIOBIJIOMIJIEHHS,
MOJIaHE 3 METOI0 BBEJCHHS B OMaHy,
3aBIaHHA KON a0o
oTpuMaHHs ocobucToi Buroau. Taki aii
BU3HAIOTBCS  TPyOMM  TMOPYIICHHSIM
[TomiTHKM Ta MOXYTh CTAaTH IiJICTABOIO
JUTSL TUCHUTUTIHAPHOI BiJMIOBIIAILHOCTI,
BKJIFOYAIOYH 3BUTHHEHHS.

MexaHi3M 1nOJaHHA CKapr —
CTPYKTypOBaHa TIpoIeaypa B MeXax
i€l [Tomituku, Mo Hagae mpaiiBHUKAM
MOXJMBICTH YCHO a00 MHCHBMOBO
MOBITOMJISITH TIPO TIUTAHHS, CKapTU 4H

Ha

IHIITUM

appropriate  actions  to  address
substantiated issues.

Malicious or False Allegation —
A report made with the intention to
deceive, harm others, or gain an
advantage. Such behaviour is considered

a serious breach of policy and may result

in  disciplinary action, including
dismissal.
Complaints Mechanism — The

structured procedure within this Policy
through which employees can raise

workplace concerns, complaints, or
suggestions, either verbally or in
writing, and have them addressed

confidentially, promptly, and fairly.

2.2 Other terms used in the Policy have
the meanings given in the regulatory
legal acts of Ukraine.




MpOMo3ullli, TMOB’sA3aHI 3 PoOOOUYHM
CepeloBUINEeM, 13 3a0e3MEeUeHHAM IX
KOH(]IEHIIIMHOTO, OIMEePaTUBHOTO Ta
CIIPaBEJTUBOTO PO3TIISTY.

2.2 IHm TEpMIHU BXXHUBAIOTHCA Y
ITomiTuil B 3HAYEHHSX, HABEIECHUX B
HOPMATHBHO-TIPABOBUX aKTax YKpaiHU.

3. 3asiBa mpo MOJIITHKY

3.1 ®oHA pO3BUTKY IiIANPUEMHHIITBA
IparHe CTBOPUTHU O€3MEUYHY, BIIKPUTY
Ta TPO30pY KYyJbTYypy Ha pobodomy
MICI[i, Ji€ TpaliBHUKU BiA4yBalOTh
YIIEBHEHICTh MOBIJOMIISITH po
npobsemMu sikomora panime. DoHx
BHU3HA€, 110 caMe¢ MPAI[iBHUKUA YacTO

HNEPUIMMHU  BUSBJISIIOTh TMHMTaHHA, SKI
MOXYTb  CBIIYUTH IPO  CEPHO3HI
MOPYUIEHHS B OpraHi3arfii.

3.2 Meroro 1€l  MOMTHKH €
3a0€3MeUYCHHs TOro, MO0 MUTaHHS,
OB’ sA3aHi 3 IaXpaiCTBOM,
HEHAJIE)KHOIO MOBE/IIHKOIO,
CIIy’KOOBUMH  3JIOBKMBaHHSIMU 200

IHITUMU HETPABOMIPHUMHU JIsSIMH, OYyITH
MITHATI, PO3CIiAyBaHl Ta BUPIIIEHI
IBUJIKO Ta €()EKTUBHO. Y C1 TpaIliBHUKH
Ta 4YJEHU opraHiB ympaBiiHHS DoHmy

MOBUHHI pO3yMiTH BaXKJIUBICTh
3ano0iraHHs Ta YCYHEHHS
HEMPaBOMIPHHX 1 Ha poOOTi, 1 Oyib-
K1 T1ITBEPI>KEH1 BUITAJKHA
O3S IATUMY THCS B Mekax Ile€l
ITonitukwu, 3r1IHO pouecy
pO3CIiAyBaHHS Ta MaTUMYTh
HEBI1BOPOTHI HACJII KA VIS

NOPYIIHUKA/TIOPYUTHUKIB.

3.3 ®oHa 3a0Xx0uyye MpaIiBHUKIB 1
KEpIBHHKIB BUKOPHCTOBYBATH
BHYTPIIIHI MEXaHI3MHU TMOBIJOMIJICHHS
PO CITY>KOOB1 37TOBKHBAHHS, HE3aKOHHI

3. Policy statement

3.1 The Business Development Fund is
committed to creating a safe, open, and
transparent workplace culture, where
employees feel empowered to raise
concerns at the earliest opportunity. The
Fund recognises that employees are
often the first to identify issues that may
indicate serious wrongdoing within the
organisation.

3.2 The purpose of this policy is to
ensure that concerns about fraud,
misconduct, malpractice, or other
wrongdoing are raised, investigated, and
addressed promptly and effectively. All
employees and managing bodies
members of the BDF should understand
the importance of preventing and
eliminating wrongdoing at work, and
any substantiated cases will be dealt
with within the scope of this Policy,
according to the investigation process
and will have unavoidable consequences
for the violator/violators.

3.3 BDF encourages staff to use internal
reporting mechanisms to disclose
malpractice, illegal acts, or omissions
committed by employees or former
employees. All reports will be taken
seriously and responsibly; employees
raising concerns will be listened to, and
concerns will be investigated in a timely,
impartial, and professional manner.




BUMHEHI
KOJIUIIIHIMA
[IOB1IOMJIEHHS

mii  abo  Oe3misIbHICTD,
MpariBHUKaMu qu
mpaiiBHUKaMu.  Yci
CIIPUMMATUMYThCS CEpHO3HO Ta
BIJIIOB1AAJIBHO; MIpaIliBHUKIB, K1
MiTHIMAIOTh THUTAHHS, BHUCIYyXalOTh, a
MMUTAHHS OyIyTh po3ciiayBaHi
CBO€YACHO, HEYIIEPEHKCHO Ta
npodeciiiHo.

3.4 ®onxa 3000B’s3yeThes 30epiratu
KOH(]1AEHIIIHHICT, 0COOM BUKpHUBAYa y

MaKCHUMalbHO  MOXJIUBOMY  00css3i,
MOXKYTb NPUAMATHCH aHOHIMHI
MTOBIJJOMJICHHS. byne-sxi  gopmu

HepecailyBaHHs BHUKPHUBAdiB CYBOPO
3a00pOHEHI Ta PO3MIISIIATUMYTHCS SIK
HEHaJe)KHa TMOBEJIHKa, IO TATHE 3a
co0o1o0 JTUCIUTUTIHAPHY
BIINOBIJAJIBHICTE. BojgHOWac ocobwu,
3BUHYBA4Y€Hl Yy HENPABOMIPHHUX JisiX,

MalTh  MpPaBO  HAa  MOPE3YMIIIIIO
HEBUHYBATOCTI Ta MOXJIUBICTh
BIJIMOBICTH HA 3BUHYBAYCHHSI.

3.5 Jua miaTpuMkd  e(eKTUBHOI
peanmizamii  1miei  momituku  OPII
3a0€3Me4nTh, 100 YCi HOBI MPAIIBHUKH
Ta KEpIBHUKHU OTpUMYBAJTU

O3HAMOMJIEHHS 3 MOJITUKOIO M Yac
BCTYITHOTO 1HCTPYKTaxy, a TaKOX
MPOBOANTHME PETYISIPHE TiBUIICHHS
1H()OPMOBAHOCTI BCIX IIPAIlIBHUKIB, 1100
BOHM Oyid  MOIHPOPMOBaHI  MPO
MOJNITUKY BHUKPUTTS Ta 3HAIW, SK i
3aCTOCOBYBATH. byne BUJIJIEHO
JIOCTaTHI PEeCcypcu IJig JOCSTHEHHS
minedt miei momituku. [lomituka Oyne
NOIIMPIOBATUCS  cepell MpaliBHUKIB,
YJICHIB KEPIBHUX OpPraHiB Ta HIMPOKOIrO
3arajxy, KOHTAKTH  YHOBHOBa)KEHOI
ocobu OyIyTh y BUIBHOMY JOCTYIIl Ta
po3miireHi B odicax Donmy.

34 The Fund is committed to
maintaining the confidentiality of a
whistleblower’s identity to the fullest
extent possible, and anonymous reports
are accepted. Retaliation of any kind
against whistleblowers is strictly
prohibited and will be treated as
misconduct subject to disciplinary
action. At the same time, individuals
accused of wrongdoing are entitled to
the presumption of innocence and the
right to respond to allegations.

3.5 To support the effective
implementation of this policy, The Fund
will ensure that all new employees,
supervisors and managers will receive
induction on the policy and will provide
refresher training to all members of staff
so that they are aware of whistleblowing
policy and know how to use it. Adequate
resources will be made available to fulfil
the aims of this policy. The policy will
be widely promoted among staff,
members of governing bodies, and
general public, the contacts of the
designated manager will be freely
available and displayed in the Fund’s
offices.




4. ITopsAOK NOBIIOMJICHHS PO

npoodJiemy
4.1 [IpariBHUKH 3000B’43aH1
MOBIJOMJIATH  TIPO  3aHEMOKOEHHS,

IIOWHO 1M CTaHE BIIOMO MPO MOXJIMBE
nopyuieHHs ado Taki Jiii B MUHYJIOMY. Y
OUIBIIOCTI BUMA/IKIB MEPIIUM KPOKOM €
3BEpHEHHS 10 0e3nocepeIHbOro
KepiBHHKA — 0COOMCTO ab0 MUCHMOBO.
Ko 1e € HeAOpeYHUM (HANpUKIIAL,
KOJIH 3aHETIOKOEHHS CTOCYEThCS
Oe3nocepeIHbOrO0  KepiBHMKAa  abo
l'omoBu  IlpaBminns), abo  AKHIO
3BEpPHEHHS 70 KEpIBHUKAa HE BUPIIIYE
npo0iemy, IpariBHUK MOXe
3BEPHYTHCS 0e3nocepeHbOo 10
YHOBHOB)XEHOI 0CcO0M  (KOMILJIA€HC-
MEHEIKepa) abo hi (o ['onoBu
Aynautopcekoro komitety HarmsimoBoi

paau d4epe3 KaHajdu, 3a3HayeHlI B
[MomiTui.
4.2 baxano, o0 npooemMu

MOTABAJIMCS TTHCHMOBO 13 3a3HAYCHHSM
BIIMOBIAHUX (PaKTiB, 1aT, MICI[b Ta IMEH
yCIX MPUYETHUX Oci0. Ko nomatu
MMACHMOBO HEMOJKIJINBO, oyne
opranizoBaHo cmiBOecimy. [IpaimiBHUKIB
3ampoCsITh HA 3yCTPidi JJ1s1 0OTOBOPEHHS

npoOiemMu, BOHU  MOXYTb  OyTH
CYHpPOBOKEHI KOJIET OO abo
MIPEACTaBHUKOM npodCriyiKy. I

MpaIiBHUK, 1 CYNPOBOKYyIO4Ya ocoba
3000B’s13aH1 30epiraTu
KOH(ISHIIMHICTD 10, i Yac 1 Iicls
3yCTpiueH, a TaKoX IMPOTITOM YChOTO

PO3CIIiTyBaHHS.
4.3 Bija npalliBHHKIB, K1 ITOB1JOMIISIIOTh
npo npoOjeMu, HE  BHUMAraeThCs

JOBOJIUTH 3BUHYBAYCHHS, aji¢ BOHH
[MOBHUHHI HAJaTHA JOCTATHI MMIICTABU IS

4. Order on how to raise a concern

4.1 Employees are obliged to raise
concerns as soon as they become aware
of possible wrongdoing or such action
on the past. In most cases, the first step
is to approach a line manager, either in
person or in writing. If this is not
appropriate—such as when the concern
relates to the line manager or Chairman
of the Management Board—or if raising
the concern with the line manager does
not resolve the issue, the employee may
contact the  designated  officer
(Compliance Manager) or the Head of
the Audit Committee of the Supervisory
Board directly via the channels stated in
the Policy.

4.2 Concerns should
submitted in writing, outlining the
relevant facts, dates, locations, and
names of any individuals involved. If
writing is not possible, an interview will
be arranged. Employees will be invited
to meetings to discuss their concerns and
may be accompanied by a colleague or
trade union representative. Both the
employee and the companion are
expected to maintain confidentiality
before, during and after the meetings
and throughout any investigation.

4.3 Employees raising concerns are not
required to prove the allegation but must
demonstrate sufficient grounds for their
concern. Employees may indicate if they
wish to raise the matter confidentially,
and BDF will take all reasonable steps to
protect their identity.

4.4 BDF will investigate concerns
impartially, which may involve
specialists with relevant expertise.

ideally be




CBOiX MoOoroBaHb. [IpariBHUKN MOXKYTh
3a3HAYUTH, SKII0O BOHU  XOYYTh
MOBIJIOMUTH po npoOeMy
koH(iaeHIiitHO, 1 ®PII 30008’ s13yeThCs
BXKUTH BCIX PO3YMHHMX 3aXOJIB JJIs
3aXUCTY IXHBOI OCOOH.

4.4 OPII npoBoaAUTHME PO3CIITyBaHHS
HEYMNepeKEHO, 10 MOXE BKIIIOYATU
3amydeHHs (axiBIiB 3 BiAMOBIIHOIO
EKCIIEPTHU30I0. [TpaniBHUKIB
1H()OPMYBaTUMYTh, Y 3arajbHUX pHCax,
Opo XiA Ta OYIKyBaHI TEPMIHH
PO3CIIiTyBaHHS, 30epirarouu
KOH(]11eHIIIHICTB. ®onA
pO3IIIsIaTUME MPOOJIEMH CIIPABEIIIUBO,
a pe3yJbTaTH MOXYTh HE 3aBXIU
BIIMOBIJIaTH OYIKYBaHHSAM IpalliBHUKA.
HesanoBosieHi mpamiBHUKU  MOXKYTh
mepefaTd  MHTAHHS  HAa  PO3TIIA
HACTYITHOMY 3a CTapuIol TOCaI00
KEepIBHUKY a00 YMOBHOBaXKEHIM 0co01
(KoMILTalieHC-MEHETKEPY ).

4.5 Crtporo 3a00pOHSETBCS POOUTH
3JIOBMHUCHI a00 3aBiJIOMO HEMpPaBAUBI
MOBIJOMJICHHS;  Taki  [Jli  MOXYTb
PU3BECTU hi (o) JTUCIUTUTIHAPHUX
3aX0/11B, BKJIOYAIOYH 3BIJIbHEHHS.

5. MexaHi3M NoJaHHA CKaPr AJIs BCiX
3alliKaBJeHUX CTOPIH Ta
NpaliBHUKIB

5.1 @®PIT 3ampoBaguB  MeXaHi3M
MOJAHHSA CKapr, KWW JOCTYNHUHN I
BCIX 3alliKaBJICHUX CTOPIH 3 METOIO

NOJIaHHS  CKapr, 3aHENOKOEHb abo
IIPOIO3HULIIHA y MIPO30pUH,
KOH(]1AEHIIHHUI Ta eheKTUBHUMN

cnoci6. lleit mexaHi3mM 3a0e3neuye
KO)KHOMY MOJXJIUBICTh TIOPYIIyBaTH
MUTaHHS, 110 MOXXYTh BIUIMBATH HA iXHi

Employees will be kept informed, in
general terms, about the progress and
expected timeline of the investigation
while maintaining confidentiality. The
Fund will address concerns fairly, and
outcomes may not always align with the
employee’s expectations. Dissatisfied
employees may escalate the matter to the
next in high rank manager or designated
officer (compliance manager) for further
consideration.

4.5 Making a malicious or knowingly
false allegation is strictly prohibited and
may result in disciplinary action,
including dismissal.

5. Grievance and employee
complaints mechanism

5.1 The Fund has established a
grievance mechanism that is accessible
to all interested parties for the purpose of
submitting complaints, concerns, or
suggestions in a  transparent,
confidential, and effective manner. This
mechanism ensures that everyone has
the opportunity to raise issues that may
affect their rights, interests, or
relationship with the Fund.




mpaBa, iHTepecHu ad0 B3aEMOBITHOCHHH
3 @oHIOM.

5.2 'V Mexax opranizalii NnpariBHUKH

TaKOX MOXKYTh KOPHUCTYBaTHUCS
OKpPEMHUM MEXaHI3MOM IIOJaHHS CKapr
IpaIiBHUKIB VTS BUCJIOBJIICHHSA

3aHENOKOEHb, CcKapr abo MpPOMO3HUIIiH,
OB SI3aHUX 13 POOOYMM CEpEeIOBHILEM,
y Tpo3opuid, KOH(DIIEHIIHHUN Ta
edexkTuBHUM crociO.

5.3 O0uaBa MeXaHI3MU IPYHTYIOThCS Ha

TPHOX OCHOBHUX TIPUHIINTIAX
KOH(D1ICHIIIIHOCTI, 3a00poHU
niepeciyBaHb Ta CBOEYACHOTO
PO3TIIAY.

5.4 [llpamiBHUKM MOXYTh TIOJlaBaTH
CKapru ycHO a00 nmuchbMoBO. [TuchbMoOBI
CKapru MOXKyTb OyTH MOJaH1 ycHO abo
€IIEKTPOHHOIO MTOTIITOIO
0e3rmocepeIHbOMY KEepPIBHUKY, YCHO ab0
€JICKTPOHHOIO MOMITOI0 YIIOBHOBAaXKEHIN
0co01, abo depe3 3arnevyaTaHuii KOHBEPT,
PO3MIIIIEHUI y CHeIiaabHO
IpU3HAYCHIN «CKpHHBIT VIS
IIPOIIO3HUIIIH Ta cKapr» B odici.

5.6 Ckapru TMOBUHHI MICTUTH 1M’S
mpaiiBHUKa (SKIIO BOHM HE IOAaHi
QHOHIMHO), YITKUH onuc npodiemu adbo
3aHENIOKOEHHS Ta, 3a HASBHOCTI: KOIIi
a00 TOCWJIaHHA Ha JOKYMEHTH, IO
MiATBEPIKYIOTh TBEPKCHHS
IpaliBHUKA, 3allPOTIOHOBAHI PIIIEHHS.
Kommnaiienc-menemxep po3pooJIsie
TUTIOBY (opMa TOJAaHHS 3asBKH, SKa
OyJZle TOCTYITHOIO Ha KOPIIOPATHBHOMY
BeO-caiiTi 1 0Oi6mioTeni  3pa3KkiB
nokymeHTiB  @onny. KowmmaiieHc-
MEHEDKEp Ma€ PETYJISIPHO TepeBipsATH
CKPUHBKY CKapry, Ky BiH OIZTOMOOBYE.

5.2 Within the organization, employees
may also use a separate employee
grievance mechanism to  express
concerns, complaints, or suggestions
related to the work environment in a
transparent, confidential, and effective
manner.

5.3 Both mechanisms are based on three
core principles: confidentiality,
prohibition of retaliation, and timely
consideration.

5.4 Employees may submit complaints
orally or in writing. Written complaints
may be submitted orally or by email to
the direct supervisor, orally or by email
to the authorized person, or by placing a
sealed envelope in the specially
designated “Suggestions and
Complaints Box” in the office.

5.6 Complaints should include the
employee's name (unless submitted
anonymously), a clear description of the
1ssue or concern, and, where available:
copies or references to documents
supporting the employee's claims, as
well as proposed solutions. The
Compliance Manager develops a
standard complaint submission form,
which will be made available on the
corporate website and in the Fund's
document template library. The
Compliance Manager shall regularly
check the complaints box, which he/she
seals.

5.7 A complaint shall be reviewed
within five working days. Monitoring
compliance with this deadline is the
responsibility of the Compliance
Manager.




5.7 Ckapra wmae OyTH pO3TJsHYyTa

MpOTSATOM  T'SITH  poOOYMX  JHIB,
KOHTPOJIb BUKOHAHHS IIHOTO TEPMIiHY
MOKJIaJCHUM Ha KOMILIaeHC-
MEHeDKepa.

5.8 IlpamiBHUK OTpUMAa€E BiANOBIAL Ha
CBOIO CKapry — MHUCHMOBO a00 YCHO —
IpOTSITOM CeMH poOoYuX JHIB 13
BHUKJIQJICHHSIM DIIIEHHS Ta OYIb-IKUX
3aMpONOHOBAHUX 3aX0/1iB LTSI
BUPIIICHHS TTPOOJIEMH.

59 BianoBine  Ha  3BEpHEHHS
HAJCWIAETbCS a00 HAJAEThCA Yy TIU
dbopwmi, B sikiii OyJI0 MOJIaHO 3BEPHEHHS,
AKIIO 1HIIE HE BKa3aHO CaMHUM
3asIBHUKOM.

5.10 3a HEOOXITHOCTI CTPOK PO3IIISIAY
3BEPHEHHS YU CKapru Moxe OyTH
MOJOBXKEHUW TMpPO W0 Mae OyTH
MOBIJOMJICHO TpalliBHUKA HE Mi3HIIIE 6
poOounx JHIB 3 JaTd TOJIaHHA
3BEPHCHHS M CKapTH.

5.11 fxkmio npariBHUK HE 3a70BOJICHUI
BIJIIOBIJTIO, BIH MOYKE ITOJIaTH 3aITUT Ha

neperysii  ckapru.  Ycl  CKapru
pO3MIISIIalOThCSl  KOH(IEHIIHHO, a
MpaliBHUKK, SIKI 1X TMOAAI0Th, HE
I11TAI0THCS TIepecIiIyBaHHIO 17|
JTUCKPUMIHAIIIT.

5.12 VYnoBHoBaxkeHa ocoba BeJe

KypHaJll CKapr, y sikoMy ¢iKCye aaTy
MTOTaHHS, CyTh IPOOJIEMH Ta PE3yIbTATH
po3MIIsy, HE PO3KPHUBAIOYH OCOOY
AHOHIMHUX 3a5BHUKIB.

6. 3a0opoHa nepeciaigyBaHHsA
BUKPHUBayviB

6.1 @PIl BuszHae, 10 pilICHAS
HNOBIJOMHUTH TIPO MpodsieMy Moxke OyTu
CKJIaJIHUM, OCOOJIMBO SIKILIO MPAI[iBHUKU
MOOOIOIOTECS pempeciii 3 00Ky o0ci0,

5.8 The employee shall receive a
response to their complaint — in writing
or orally — within seven working days,
setting out the decision and any
proposed measures to resolve the issue.

5.9 The response to the submission shall
be sent or provided in the same form in
which the submission was made, unless
otherwise specified by the complainant.

5.10 If necessary, the deadline for
reviewing the submission or complaint
may be extended, and the employee
must be notified of this no later than six
working days from the date of
submission of the complaint or request.

5.11 If the employee is not satisfied with
the response, they may submit a request
for review of the complaint. All
complaints are handled confidentially,
and employees who submit them are not
subject to retaliation or discrimination.

5.12 The authorized person maintains a
complaints log, recording the date of
submission, the essence of the issue, and
the results of the review, without
disclosing the identity of anonymous
complainants.

6. Prohibition of persecution of
whistleblowers

6.1 BDF recognises that raising a
concern can be difficult, particularly if
employees fear reprisal from those
involved in the alleged wrongdoing.




MPUYETHUX 10 HMOBIpHHUX
HenmpaBoMipHUX Jid. [lomaranus a6o

nepeciyBaHHS OY/Ib-SIKOTO
MpaIiBHUKA, SKWA TOBIIOMIISIE TIPO
npobiemy, HE JIOTTYCKAIOThCS.

[TopymieHHss mnHWTaHHS HE TIOBHHHO
BIUTMBATH Ha 3alHATICTh, HaBYaHHII,
MOKJIMUBOCTI M IBUILICHHSA qu
npodeciiHOro po3BUTKY. byib-ska Taka
MOBEAIHKAa € CEpHO3HUM MOPYUICHHSIM
miHHocteir DPII 1, gxkmo BoHa
MiATBEPIUTHCS B pe3ynbTaTi
pPO3CIiAyBaHHs, MOXE MPU3BECTH [0
JTUCHUIUTIHAPHUX 3aX0J11B, BKJIIOYAIOUU
3BIJIbHEHHSI.

6.2 ®PII Takox 3abopoHse OyIb-AKi
cripoOu 3angKyBaTh ab0 THUCHYTH Ha
IPAIiBHUKIB 3 METOIO MEPEHIKOJAUTH IM
MOBLIOMIIITH  TIpo  mpoOsiemu. Taka
MOBEJIHKA € TMOPYIICHHSIM I[IHHOCTEH
doHny Ta PU3BOIUTH 70
JTUCHUTUTIHAPHUX 3ax0/IiB, 10
NOTEHIITHO  MOXYTb  3aBEpPIIUTHUCS
3BUIbHEHHSIM.

6.3 IlpamiBHuKH, SIKI BBa)KarOTh, IO
BOHU 3a3Haau abo MOXYTh 3a3HaTU
HETaTUBHOTO CTaBJICHHS  BHACIIJIOK
MOBIJIOMJICHHS TIPO MPpo0eMy, TOBUHHI
3BEpPHYTHUCA 32  MIATPUMKOIO  JIO
KOMILUTalleHC-MEHeIKepa Ta KepiIBHUKA
KaJIpOBOi CITy>KOH.

6.4 IlomiTuka 3a0X04y€e NpPALIBHUKIB
3a3HayaTH CBO€ 1M’ TMpHU TOJIaHHI
[IOB1IOMJIEHb. AHOHIMHI ITOB1JOMJICHHS

CKJIQJIHIIIIE  PO3CIiayBaTh, 1 BOHU
MOXYTh  3MEHIIUTH  €()EKTUBHICTH
pe3yibTaTy.

6.5 Skuo 3BHHYBaueHHsS 3poOJieHe
100pPOCOBICHO, ajie He MIATBEPAUIIOCS B
X0/l PO3CHIAYBaHHS, TMpaIliBHUK HE
3a3Hac JKOOHUX HEraTUBHUX HACIIIIKIB

Harassment or victimisation of any
employee raising a concern will not be
tolerated. There should be no impact on
employment,  training, = promotion
opportunities, or professional
development as a result of raising a
concern. Any such behaviour is a serious
breach of BDF’s values and, if upheld
following investigation, may result in
disciplinary action, including dismissal.
6.2 BDF also prohibits any attempts to
intimidate or bully employees into not
raising a concern. Such behaviour is a
breach of the Fund’s values and shall
result in disciplinary action, potentially
leading to dismissal.

6.3 Employees who believe they have
experienced or may  experience
detrimental treatment as a result of
raising a concern should contact
designated officers and Head of the HR
function for support.

6.4 The Policy encourages employees to
put their name to concerns. Anonymous
concerns are more difficult to
investigate and may limit the
effectiveness of the outcome.

6.5 If an allegation is made in good faith
but is not confirmed by the
investigation, the employee will not face
any adverse consequences or risk of
retaliation, provided they acted honestly.




a00 pU3HKY TIEpEeCiTiTyBaHHs, 32 YMOBH,
10 BiH JiSIB YECHO.

7. IloBigoMJIeHHS PO MPOOJIEMH
30BHILIHIM OpraHam

7.1 s Ilonmituka mnpu3HadYeHaA IS
BUPIIICHHS MIUTaHb BHYTPILIHIM
NUIIXOM. Y BUHSATKOBUX BHITaJIKax
MpaliBHUKK MOXYTh MaTu MOTpedy
MOBIJIOMUTH po npoOeMy
30BHINTHHOMY OpPTaHy Yd PETYISITOPY.
7.2 Bukpupau(-ka) MaB(-J1a)
OOTpYHTOBAHI MiJCTaBH BBa)aTH, IO
MOB1IOMJICHHSI 30BHIIIIHBOMY OpraHy €
HEOOXITHUM 3 METOI HEJOMyIIECHHS
MOpPYIIIEHHS  BUMOT  3aKOHOJaBCTBA
Ykpainu.

7.3 BuxkpuBau(-ka) padiiie HajgaBaB (-
Jla) HEaAHOHIMHI ITOBIAOMJICHHS OO
TOTO CaMOro TMHUTaHHS BHYTPIIIHIM
KaHaJIaM TTOBIJOMJICHHS Ta HE OTPUMAaB
(-ma) y BCTAHOBJICHI CTPOKHU
MUCHEMOBOTO MIOB1JJOMJICHHS po
pe3yNbTaTd pO3MIIALY, a TaKoX Yy
BUIIAJIKaX, KOJHU PO3TIIsi OyI0 3aKpUTO
y 3B'SI3KY 13 BIZICYTHICTIO MIATBEPAKEHb
BUKJIAJIEHUX (DaKTIB.

7.4 ITepen UM MpaIliBHUKIB
320X0YYIOTh 3BEpTATHCS 3a
KOHCYJIbTAIIIEI0 70  YHMOBHOBAXEHOI

oco0u, mo0 MepeKoHaTUCS, 110 MU TaHHS
MIIHATE HAJIC)KHUM YUHOM 1 BIIIIOBIIHO
1o nipouenyp PoHuy.

7.5 IIpobGaemMu, 1m0 CTOCYIOThCS TPETiX
CTOpiH, BKJIIOYAIOYH ITOCTaYaJIbHHUKIB,
HaJaBa4yiB MOCIyr abo KITIEHTIB, CIiA
CHepIly MiJHIMAaTH BHYTPIIIHBO, MEPII
HIDK 3BEPTATHUCS /IO 30BHIIIHIX CTOPIH,
OCKIJIBKM ~ CTOCYHKM 3  TpeTIMHU
CTOPOHAMHU MOKYTh CYTIPOBOJIKYBATHCS
yrogamu mipo kKoHpinenmiitHicTs (NDA)

7. Reporting concerns to an external

body
7.1 This Policy is designed to resolve
concerns internally. In exceptional

circumstances, employees may need to
report a concern to an external body or
regulator.

7.2 The whistleblower had reasonable
grounds to believe that reporting to an
external body was necessary to prevent
a violation of Ukrainian law.

7.3 The whistleblower had previously
provided non-anonymous reports on the
same issue to internal reporting channels
and did not receive a written notification
of the results of the review within the
established deadlines, as well as in cases
where the review was closed due to the
lack of confirmation of the facts stated.

7.4 Employees are encouraged to seek
guidance from the designated manager
before doing so to ensure the matter is
raised appropriately and in line with
Fund procedures.

7.5 Concerns about third parties,
including suppliers, service providers,
or clients, should be raised internally
before approaching external parties,
since relationships with third parties
may be accompanied by confidentiality
agreements (NDA) and disclosure of the
terms of the agreements may lead to
negative consequences for the Fund,
especially if the information turns out to
be false. Contacting the media prior to or
during an internal investigation 1is
strongly banned and may result in
disciplinary ~ action,  except in




Ta PO3TOJIOMIEHHS YMOB YTOJ MOXE
MPU3BECTH 70 HETaTUBHUX HACIIJIKiB
TS doHpy, 0C00IUBO, SIKILIO
iHbpopMallis ~ BHUSIBUTBCS  XHUOHOIO.
3BepHEHHS 10 3aco0iB  MacoBOi
iHpopmanii gm0 abo mig  dac
BHYTPIIITHHOTO pOo3cHiyBaHHS
3a00pPOHSETBCS 1 MOXKE TMPHU3BECTH IO
TUCITUTUTIHAPHOI  BIAMOBIAAIIBHOCTI 32
BHHSTKOM  OOCTaBHH, KOJH  BCl
BHYTpIIIIHI ~ KaHaJld BHUYEpNaHi Ta
OTPHUMAHO HE3aJIe)KHY KOHCYIIBTAITIIO.

8. KonginenuiiHicTs Ta 3aXMCT

8.1 ®OPII posrasgae kKoHDIACHIIHHICTD
ak  npioputer. Ilependadeno, 1o
noctyn 1o iHdopmarlli npo mpodiemy
MarTh BHUKJIIOYHO Ti IpaIliBHUKH, SKI
0epyTh y4acTh y npoiieci
pO3CIilyBaHHS Ta 3000B'si3aHI  HE
po3kpuBath  1H(OpMAII0  IHIIMM
CIIBPOOITHUKAM.

8.2 3a00poHsETHCA nepegava
iH(popMalii  YIMOBHOBaXEHIM  0co01
(komIUTalieHC-MEeHEIKEPY) Y BHITAJIKY,
AKIIO Ta 0c00a Ma€e KOH(IIKT IHTEPECIB

(Hampukmam, KOJIN OTPUMYETHCS
MOBIJJOMJIGHHS ~ TIPO  HEMPaBOMIPHY
MOBEAIHKY  camMOi  yHOBHOBaXEHOI
ocobmn), y TaKOMY BUIIAJIKY

MOBI1JIOMJICHHS TPO MpoOsieMy Mae OyTu
HampaBjaeHO [0JI0OBI  ayaUTOPCHKOTO
koMmitery HarnsimoBoi Pagu ®onpy.

8.3 Mexani3Mm nojanns ckapr OPIT qis
BCIX 3aIlIKaBJICHUX CTOPIH TaKOX
rapantye KOHQIIEHIIHHICTh Ta 3aXHCT
ocid, SKi  MOAAIOTh  3BEPHEHHS,
3a0e3mneuyroun, 100 30BHIIIIHI
3aIlikaBJ€Hl CTOPOHMU HE TiAaBaJIACS
NEPEeClilyBaHHIO YW  HETaTUBHUM
HACJIIKaM 3a MOPYIIEHHS MUTaHb.

exceptional circumstances where all
internal channels have been exhausted
and independent advice has been sought.

8. Confidentiality and protection

8.1 BDF treats confidentiality as a
priority. It 1s envisaged that access to
information about the problem is limited
to those employees who participate in
the investigation process and are obliged
not to disclose the information to other
employees.

82 It 1s prohibited to transfer
information to an authorized person
(compliance manager) if that person has
a conflict of interest (for example, when
a report is received about the improper
behaviour of the authorized person
himself), in which case the report about
the problem should be sent to the
Chairman of the Audit Committee of the
Supervisory Board of the Fund.

8.3 The BDF grievance mechanism for

all stakeholders also  guarantees
confidentiality and protection of
individuals ~ submitting  concerns,

ensuring that external stakeholders are
not subjected to retaliation or negative
consequences for raising issues.

8.4 Employees raising concerns in good
faith will be supported, even if




8.4 IlpamiBHUKH, SKI J0OPOCOBICHO
MOBIAOMJISIIOTH po npobiiemMu,
OTPUMAIOTh MIATPUMKY, HABITh SKIIO
PO3CIiAyBaHHS HE BUSBUTH MOPYIICHHS
MOJIITUKH UM HETIPABOMIPHUX JIiil.

8.5 Slkmio mparliBHUKN OaXaroTh, 1100
iHbOpMallisg Mpo iX 0co0y 3anuiianacs
koHpiaeH a0, ®PII 30008’ A3y€eThCS
BXKATU BCIX PO3YMHHUX 3aXOMiB IS ii
3aXHCTY. [IpaniBHUKIB oyne
noiHQOopMOBaHO,  SKIIO  MiJg  Yac
pO3CIiAyBaHHS BUHUKHE HEOOXIIHICTH

PO3KpUTTA IXHBOI OCOOM Yy HITKO
BU3HAUCHUX BHUMAJKaX: HA BHUMOTY
PETYJIATOPHOTO oprany (3rimHO
YUHHOTO  3aKOHOJaBCTBa) abo 3a
MMMCHMOBOIO 3TOJI0F0 BUKpHBAUa.

8.6  IlpamiBHMKM  3axXWIIEeHI  BIJ
MEPECHiyBaHHs  3TIHO 3 LI€I0

MOJITUKOI. SIKIO MpaliBHUK 3a3HA€E
HEraTUBHOTO  CTABJICHHS  BHACJIJIOK
MOBIJOMJIEHHSI TIpO MpoOJieMy, BIH
MOBUHEH HETaiHO MOBIJAOMUTU TIPO 1€
yepes BIJIMOB1H1 KaHalu
(EJIEKTPOHHOIO ~ TMOIITOI), CKPUHBKY,
BeO-caiit OPII abo ycHO) KomIUTaiieHC-
MeHekepy a0o ['010B1 AyAUTOPCHKOTO
koMmitety HarmsimoBoi paau.

8.7 IlpamiBHUKH, $Ki TOTPOXKYIOTb,
3AIAKYIOTh 200 TOTraHO MOBOASTHCA 3
BUKpHUBA4YaMH, MalOTh 3a3HATU PI3HUX
JTUCHUTIUTIHAPHUX 3aX0J11B, BKJIIOYAIOUU
3BIJILHECHHS.

9. 3aKJII0YHI MOJIOKEHHSA

9.1 [lomtka  Mae  peryisipHO
neperasigaTuCh — SK TPaBWIO, Ha
miopiuHii ocHoBi. [lpomo3wurii 3MiHH
roTy€e KOMIUJIa€HC-MEHEKEp 1 M0J1a€ Ha
po3risin  Komitery 3 mnpu3HayeHb 1
BUHATOPOIU LTSI MOTAJTBIIIOTO

investigations find no breach of policy
or wrongdoing.

8.5 While anonymous reports are
accepted, they are more difficult to
investigate effectively. If employees
wish  their identity to  remain
confidential, BDF will take all
reasonable steps to protect it. Employees
will be informed if disclosure of their
identity becomes necessary during the
investigation in clearly defined cases: at
the request of a regulatory authority (in
accordance with applicable law) or with
the written consent of the whistleblower.
8.6 Employees are protected from
retaliation under this policy. If employee
experience negative treatment as a result
of raising a concern, report it
immediately through the appropriate
channels (e-mail, box in the office,
website of BDF, or verbally) to the
compliance manager or Chier of Audit
Committee of the Supervisory Board.
8.7 Employees who threaten, intimidate,
or mistreat whistleblowers shall face
disciplinary action, including dismissal

9. Final provisions

9.1 The policy should be reviewed
regularly — usually on an annual basis.
Proposals for changes are prepared by
the Compliance Manager and submitted
to the Nomination and Remuneration
Committee for consideration, and




3aTBep/keHHd  Harmsanmosoro  panoro
DoHpy.

T'osioBa IlpaBiinns
Amnapiiit TAITIOH

further approval by the Supervisory
Board.

Chairman of the Management Board
Andriy HAPON




