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Whistleblower & Grievance Policy — Jory&Co

The short version

If you see something that doesn't sit right — something that feels dishonest, harmful, or just
plain wrong — we want to know about it. You won't get in trouble for speaking up. Full stop.

This policy also sets out how anyone — team member, client, supplier, or any other stakeholder
— can raise a concern or grievance about Jory&Co and its operations, and what they can
expect from us when they do.

What this is for
This policy covers two related things:

e Whistleblowing — raising concerns about internal conduct that feels dishonest, harmful,
or wrong

e Grievances — formal concerns raised by any stakeholder about Jory&Co's operations,
conduct, or impact

Whether you're a team member, a client, a supplier, or someone else affected by our work, this
policy applies to you.

What counts as a valid concern
We'll accept concerns that relate to behaviour or situations that are:

Dishonest, fraudulent, or corrupt

Harmful to a person — whether that's a team member, client, supplier, or third party
lllegal, or in breach of our own values

A risk to the environment or public interest

A cover-up of any of the above

A grievance about how Jory&Co has treated you or acted in relation to you or your
organisation

You don't need to have hard evidence. If something feels off, that's enough of a reason to raise
it. We'll work out the rest together.

Who it covers

Everyone — full-time team members, part-time, freelancers, contractors, clients, suppliers, and
any other external stakeholders. If you're doing work for or with Jory&Co, or are affected by our
work, this applies to you.
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How to raise a concern
You can raise a concern in whichever way feels most comfortable:

e Email, direct message, or a conversation with Ben Jory, Founder (ben@joryand.co)

e In writing, anonymously if you prefer

e Via the contact form on our website at joryand.co — this is open to all internal and
external stakeholders

If your concern involves Ben, or you'd prefer not to raise it with him directly, you can contact
another senior member of the team instead.

There's no wrong way to raise something. What matters is that you feel able to do it.

What happens next — the process

Here's what you can expect once you've raised a concern:

Step 1 — Acknowledgement (within 5 working days)

We'll acknowledge receipt of your concern and let you know who will be handling it.
Step 2 — Initial review (within 10 working days)

We'll carry out an initial review to determine whether your concern meets the grounds for a
formal investigation. If it does, we'll tell you and outline what happens next. If it doesn't, we'll
explain why — clearly and without jargon.

Step 3 — Investigation (timescale agreed case by case)

If a formal investigation is needed, we'll look into it fairly, discreetly, and without jumping to
conclusions. Depending on what's raised, we may need to involve an external party (a legal
adviser, for example). We'll tell you if that's the case.

Step 4 — Resolution and outcome

We'll keep you updated at each stage of the process and share the outcome once any
investigation is complete. We'll tell you what action has been taken (or why no action was
taken), and how we plan to prevent the issue from recurring where relevant.

We aim to resolve all grievances as promptly and fairly as possible. Timescales will vary
depending on the complexity of the concern, but we'll always communicate openly along the
way.

Confidentiality

We'll do everything we can to keep your identity confidential throughout the process. If
circumstances mean that's not possible — for example, if a matter goes to a formal legal
process — we'll discuss that with you first. Information relating to concerns is stored securely
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and shared only on a need-to-know basis. Anyone who breaches the confidentiality of a
concern, or reveals the identity of someone who raised one, will face disciplinary action.

Protection from retaliation

Raising a genuine concern will never be held against you. We are committed to protecting
anyone who raises a concern in good faith from any form of retaliation.

We won't tolerate retaliation in any form — including dismissal, demotion, exclusion, reduced
work opportunities, or any other kind of unfair treatment — towards someone who has spoken

up.

If retaliation is found to have occurred, it will be treated as a serious disciplinary matter.
Depending on the severity, this could result in disciplinary action up to and including
termination of employment or contract.

Mechanisms we have in place to protect you include:

The option to raise concerns anonymously

e Strict confidentiality throughout the process

e A named alternative contact (in addition to the Founder) for situations where the
concern involves a senior team member
Regular review of this policy to ensure it remains fit for purpose

e The ability to escalate to an external party where appropriate

e A clear brief for anyone handling a concern, so they know how to deal with it fairly and
keep it confidential

If you feel you've been treated unfairly as a result of raising a concern, please let us know
immediately.

Assessing risk to stakeholders

When a concern is raised, we'll assess any potential risks to the person who raised it as part of
our handling process. If we believe someone may be at risk — of retaliation, harm, or any other
negative consequence — we'll take steps to address that as a priority, and discuss those steps
with the person involved.

What this isn't for

This policy isn't the right route for general workplace grievances or personal disputes — those
are better handled through a direct conversation or a separate HR process. But if you're
genuinely unsure which applies, just ask and we'll point you in the right direction.

Misuse

We trust our team and stakeholders to use this process in good faith. Raising a concern you
know to be false, or using this process to cause harm to someone else, is a serious matter and
will be treated accordingly.
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Policy Review

This policy will be reviewed annually, or sooner if there are significant changes to our
operations, legal requirements, or organisational structure. The current version is always
available on our website at joryand.co.

Last updated: June 2026
Owner: Ben Jory, Founder — Jory&Co
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