WORLD FEDERATION
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World Federation Against Drugs
Whistleblowing Policy

This whistleblowing policy is created using the template provided by Fremia, Fremia is the
largest independent employers' organisation in Sweden, and has been translated to English
from Swedish.

1. Purpose

In all organisations, misconduct can occur, despite efforts to prevent it. And even in the best
of corporate cultures, there may be hesitation or even fear on the part of an employee to report
something that may constitute misconduct. The employee may feel like a traitor if they ‘tell
on’ a colleague or manager. The employee may be afraid of damaging their own career
prospects through reprisals in the form of, for example, poorer salary development, poorer
promotion opportunities and poorer ratings and references.

The World Federation Against Drugs (WFAD) believes that it is the employees' duty of
loyalty to report misconduct. Through an open and responsible corporate culture, WFAD can
investigate and remedy misconduct at an early stage, hopefully, thereby eliminating or
minimising internal and external damage. In this way, the organisation can learn and create
better working methods and achieve even better operational performance. The interests of the
WFAD, its employees, owners, the industry and the general public are protected. Having a
whistleblower system can also be a matter of credibility, both internally and externally.

The purpose of this policy is to clarify the possibilities for reporting irregularities perceived to
exist within the organisation (‘whistleblowing’) and to make employees feel confident that
they can report irregularities without fear of negative consequences and that their reports will
be taken seriously and handled professionally and confidentially. The policy is based on the
rights and obligations stipulated in the Act (2021:890) on the protection of persons who report
irregularities (the ‘Whistleblower Act’). The Act is based on the EU Whistleblower Directive.

2. About the Whistleblower Act

2.1 General
The Whistleblower Act came into force on 17 December 2021 and applies to all employers.

Employers with at least 50 employees at the start of the calendar year must set up a
whistleblower system to receive reports and contact the reported person (from 17 July 2022 if
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the employer has 250 or more employees and from 17 December 2023 if they have 50-249
employees).

Whistleblowers (referred to as ‘reporting persons’ in the text of the law) must not be
prevented from reporting misconduct and must be protected against reprisals. Whistleblowers
have the right to report directly to the authorities and, in certain cases, also have the right to
disclose misconduct as a last resort.

2.2 Who is protected by the Whistleblower Act?

A whistleblower is protected by the Whistleblower Act if they have obtained or acquired
information about irregularities in a work-related context and report these. Whistleblowers
must also belong to one of the following categories of persons: employees (including
temporary staff and contractors/suppliers' staff), job seekers, self-employed persons,
shareholders, persons who are members of an organisation's administrative or supervisory
body, interns and volunteers. Persons who have belonged to one of the above categories and
who have received the information are also covered by whistleblower protection.

In addition to the whistleblower, persons who assist the whistleblower in reporting, persons
connected to the reporting person, legal entities owned by, working for or otherwise having a
work-related connection to the reporting person are also protected.

2.3 What can be reported?

Whistleblowing must relate to irregularities that have arisen or are highly likely to arise in the
activities in which the reporting person is/has been/may become involved, or in other
activities with which the reporting person is or has been in contact through their work.

The report must concern irregularities that are in the public interest to disclose or that
contravene EU law. (The Whistleblower Act does not apply to security-classified activities
and information concerning national security.

Whistleblower protection does not normally cover an employee's dissatisfaction with their
own working and employment conditions.

The whistleblower must have had reasonable grounds to believe that the information about
the irregularities was true at the time of reporting in order to be covered by whistleblower
protection.

2.4 What whistleblower protection entails

A whistleblower may not be held liable for breaching confidentiality, provided that the person
had reasonable grounds to believe that reporting the information was necessary to expose the
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reported misconduct. Confidentiality obligations that may be breached are those arising from
agreements (such as employment and collective agreements), management decisions and
unqualified confidentiality obligations under law.

Qualified confidentiality means that freedom of communication does not apply under the
Public Access to Information and Secrecy Act (2009:400); it cannot be waived under the
protection of the Whistleblower Act. Nor can the duty of confidentiality under the Act
(1971:1078) on Defence Inventions be waived.

The Whistleblower Act does not give whistleblowers the right to disclose documents.

A whistleblower may not be held liable for violating provisions governing the collection of
information if, at the time of collection, the person had reasonable grounds to believe that the
collection was necessary to reveal an irregularity. However, this exemption from liability does
not apply if the whistleblower is guilty of a crime as a result of the collection.

However, this exemption from liability does not apply if the whistleblower commits a crime
by obtaining the information.

The employer may not prevent or attempt to prevent a whistleblower from reporting.
The employer may not take reprisals on the basis of a report:

e against a whistleblower

e anyone at the employer who assists the whistleblower (such as a union representative
or safety representative)

e anyone at the employer who has a connection to the whistleblower (such as a relative
or colleague)

e alegal entity that the whistleblower owns/works for/has another connection to.

The employer may not take reprisals on the grounds of reporting because someone has turned
to their union for consultation; nor may the employer prevent or attempt to prevent such
consultation.

Anyone who commits a crime by reporting or obtaining information is not protected against
reprisals.

2.5 How should reporting be done?

Reporting should primarily be done through internal channels (the employer's own
whistleblower system) or external channels (Swedish competent authority plus EU bodies)
and secondarily through public disclosure.
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The internal channel should enable the whistleblower to

e report both in writing and orally and at a physical meeting held within a reasonable
time

e receive confirmation that the report has been received within seven days, unless the
whistleblower has waived confirmation or the recipient of the report has reason to
believe that confirmation would reveal the person's identity

e receive reasonable feedback on the measures taken and the reasons for them within
three months of the confirmation or, if no confirmation has been provided and this is
not due to the whistleblower, seven days from receipt of the report.

¢ be informed if information that could identify the reporter must be disclosed, unless
such disclosure would jeopardise the purpose of the reporting (for example, in cases
where there is a legal obligation to disclose information in connection with
investigations by authorities or legal proceedings)

It is important that the employer's internal reporting channel allows for anonymous reporting,
for example by maintaining internal and external information security and not being able to
trace IP and email addresses.

Whistleblower protection also applies if someone reports internally in a manner other than via
the internal channel if

e there is no internal channel or it does not meet legal requirements, or
e the report is made before the reporter has started working for the organisation.

The authorities that are competent as external recipients of reports are listed in the appendix to
the (forordningen) Ordinance (2021:949) on the protection of persons who report
irregularities. Typically, the supervisory authority normally responsible is also the competent
whistleblowing authority; the Swedish Work Environment Authority is the competent
authority for irregularities that do not fall within the remit of any other competent authority
and is also the national coordinating authority (specially competent authority).

External reporting may also be made to an unauthorised authority if

e an internal alarm has not led to reasonable measures or a reasonable response within
three months

e there is reasonable cause to believe that there is an imminent or obvious danger to life,
health, safety or extensive environmental damage, or there is another justified reason,
or

e there is reasonable cause to believe that an internal alarm would lead to a risk of
reprisals or that the abuse would probably not be remedied in an effective manner.
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Secondarily, reporting may take the form of a public disclosure, meaning that information
about violations is made generally available via, for example, traditional media, online
platforms, social media, elected representatives, civil society organisations, trade unions or
professional/business organisations.

Public disclosure may be made with protection under the Whistleblower Act if

e an external alert has not led to reasonable measures or a reasonable response within
three months

e if an external alert would lead to a risk of reprisals or if the misconduct would not be
remedied in an effective manner

e if there is an imminent or obvious danger to life, health, safety or extensive
environmental damage

e or if there is another justified reason.

The Whistleblower Directive (and thus the Whistleblower Act) is based on the premise that
disclosure of information should generally be avoided in favour of other reporting channels,
and that disclosure should be used as a last resort.

2.6 Designated recipients of reports

The employer shall appoint one or more independent and impartial persons (or entities) who
can

e receive reports and liaise with the whistleblower

e investigate what is reported

e submit the investigation to the competent internal body for a decision on possible
measures, and

e provide feedback to the whistleblower on planned/taken measures and the reasons for
them.

Report recipients must hold a position that does not involve conflicts of interest. They may be
someone employed by or affiliated with the operator (e.g. compliance officer, human
resources manager/administrator or board member) or be employed by someone who has been
engaged for the assignment (e.g. auditor, lawyer or a company that provides external
reporting platforms).

Only authorised personnel may have access to personal data processed in a whistleblowing
case; access to personal data shall be limited to what each person needs to perform their
duties. Anyone handling a whistleblowing case may not improperly disclose information that
could reveal the identity of the reporting person or any other individual involved in the case.



mailto:info@wfad.se

WORLD FEDERATION
AGAINST DRUGS

How personal data may be processed and how reports may and must be documented, stored
and deleted is set out in Chapters 7 and 8 of the Whistleblowing Act.

2.7 Information to employees

The employer shall document its whistleblowing channels in writing and make them known
internally so that employees are aware of how to blow the whistle. Employees shall also be
aware of how to report to the competent authorities.

The employer shall also provide information about whistleblower protection if the business is
covered by the rules. Whistleblower protection means that

o all citizens have freedom of expression: the right to contact the media and provide
information for publication

o all citizens have protection of anonymity, which means that anyone who receives a tip
from the media may not reveal the source if they wish to remain anonymous

e the public authorities may not investigate who provided the information (prohibition
of investigation) nor may they punish the person who provided the information
(prohibition of reprisals).

Employees of private organisations are not covered by the prohibition on investigation and
the prohibition on reprisals, but are instead bound by a duty of loyalty to their employer.
However, private organisations are covered by whistleblower protection in its entirety if the
organisation conducts professional activities relating to

e schools, special forms of education or certain other educational activities

e health and medical care and dental care

e social services, personal assistance, LSS activities, care of addicts and care of young
people provided that it is partly publicly funded.

3. How should internal reporting be carried out in the World Federation
Against Drugs?

The following official is responsible for receiving reports of irregularities in accordance with
Chapter 5, Section 5 of the Whistleblower Act:

Regina Mattsson, Secretary General, regina.mattsson@wfad.se

If the official receiving the report is directly connected to the matter being reported, the report
may also be submitted to the most senior operational manager:

Dandy Yela, Country Representative, dandy.yela@wfad.se
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or the chair of the board:
Amy Ronshausen, International President, aronshausen@dfaf.org

Reports can also be sent to the email address whistleblower@wtfad.se or anonymously
through the WFAD website form by using the whistleblower or info@wtfad.se email address

If the whistleblower wishes to remain anonymous when reporting by email, they are advised
to create an email account with an address that conceals their identity, such as outlook.com,
icloud.com, gmail.com, hotmail.com or similar. The WFAD does not have the technical
capabilities to trace such an email sender and will also refrain from investigating the identity
of whistleblowers who wish to remain anonymous (provided, of course, that the
whistleblower is covered by the protection of the Whistleblower Act).

The WFAD may need to ask the whistleblower additional questions during the investigation
of the matter. When reporting, the whistleblower should state whether they are available for
such questions. The whistleblower should also indicate whether they wish to receive feedback
on the matter regarding the measures taken and the reasons for these.

All reports received will be communicated to the board.

The WFAD will ensure that the reported misconduct is investigated with the necessary
discretion and with due protection of personal data involved in the case. If it is deemed that
the investigation can be better handled by an external party — for example, due to conflicts of
interest, credibility issues or the need for expert knowledge — such a party will be engaged.

The WFAD will decide on the measures to be taken based on the results of the investigation.
The measures and the reasons for them will be communicated to the whistleblower if they can
be reached and wish to receive feedback.

In the case of external reporting, the competent authorities have reporting channels on their
websites that must be used. The following authorities are competent authorities for the
WFAD’s activities:

e The Swedish Work Environment Authority
e The Swedish Tax Authority
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