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1  INTRODUCTION

Simply Blue Energy is dedicated to creating a work environment where individuals can confidently report
concerns about suspected wrongdoing. This Whistleblowing Policy outlines the procedures for raising and
handling such disclosures. It serves to protect individuals from retaliation, provide clarity on how disclosures will
be managed, and maintain transparency throughout the process. By encouraging openness, we ensure that risks
and misconduct are identified and addressed promptly and responsibly.

1.1 Scope and Purpose of the Policy

This policy applies to all individuals associated with the Company, including but not limited to:

e Current employees (permanent and part-time).

e Former employees, including those who have left the Company or retired.

e Contractors and consultants, including individuals engaged under service agreements.

e Agency workers, whether directly or indirectly engaged by the Company.

e Volunteers, trainees, and interns (paid or unpaid).

e Board members and shareholders, including those with non-executive roles.
e Job applicants and individuals involved in pre-contractual discussions.

e Any associated persons acting on behalf of the Company, including joint venture partners or affiliates.

Relevant Wrongdoings

This policy covers disclosures related to the following wrongdoings:

e Criminal offences (including fraud, corruption or other illegal activities).

e Breaches of legal obligations (not arising solely under personal employment contracts).

e Miscarriages of justice.

e Dangers to health and safety, including risks to employees, contractors or the public.

e Environmental damage or significant risks to the environment.

e Unlawful or improper use of funds or public resources.

e Actions that are oppressive, discriminatory, grossly negligent, or constitute gross mismanagement.

e Concealment, destruction, or suppression of evidence related to any of the above wrongdoings.
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This policy applies regardless of whether a relevant wrongdoing has occurred, is occurring or may occur in Ireland
or another jurisdiction, and irrespective of the legal system governing it.

Exclusions

A matter is not considered a relevant wrongdoing if it falls within the function of an individual or their employer
to detect, investigate, or prosecute and does not involve any act or omission by the employer.

Issues related solely to interpersonal grievances affecting an individual (i.e. conflicts with colleagues or
complaints about terms and conditions of employment) will not be treated as relevant wrongdoing under this
policy. Such matters are addressed through our internal grievance policy, which is available on the Simply Blue
Energy intranet.
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2 DEFINITIONS

Simply Blue Energy or “Company” refers to all companies directly or indirectly, individually or jointly controlled
by Simply Blue Holdings Ltd, including subsidiaries and affiliates and its joint ventures.

Protected Disclosure: A disclosure of information made by an individual in connection with their work or
engagement with the organisation, which reasonably indicates potential wrongdoing within the workplace.

Relevant Wrongdoing: Includes, but is not limited to, breaches of legal obligations (other than personal
employment contracts), threats to health and safety, environmental damage, misuse of funds, oppressive or
discriminatory acts, gross mismanagement, and any attempts to conceal such acts.

Whistleblower: Any individual, including employees, contractors, agency workers, and other associated persons,
who raises a concern about suspected wrongdoing in the organisation.

Confidentiality: The commitment to protect the identity of a whistleblower, except when required by law,
necessary to prevent serious harm, or necessary for a fair and thorough investigation.

Retaliation: Any adverse treatment, including but not limited to dismissal, demotion, harassment, or
intimidation, directed at a whistleblower because of their protected disclosure.

Protected Disclosure Officer: A designated person responsible for receiving, managing, and ensuring
appropriate follow-up on protected disclosures within the organisation.

Prima Facie: Refers to the initial assessment of a disclosure to determine whether it appears, on first
examination, to meet the criteria set out under this policy or applicable whistleblower protection laws.

Malicious Disclosure: A disclosure made with intent to deceive, mislead or harm, without a reasonable belief in
the truth of the information. Such actions may lead to disciplinary consequences.

Designated Person: An appointed individual or body within the organisation tasked with investigating and
responding to protected disclosures.

Relevant Authorities: External regulatory enforcement or oversight bodies that may receive disclosures if
internal channels are unsuitable, unavailable or exhausted.
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Penalisation: Any form of unfavourable treatment directed at a whistleblower for making a protected disclosure,
including (but not limited to) dismissal, harassment, discrimination or detrimental changes in work conditions.

Good Faith: Making a disclosure with a genuine belief that the information disclosed is true and indicates
wrongdoing.

Grievance Procedure: A process for handling personal work-related complaints that do not meet the criteria of
a protected disclosure under this policy.

Anonymous Disclosure: A disclosure made without revealing the whistleblower’s identity. While such
disclosures may be investigated, anonymity may limit the scope and depth of the inquiry.

Misconduct: Any behaviour, action or failure to act, that breaches legal, ethical, or professional standards,
including but not limited to violations of Company policies, regulatory requirements or industry heat practices.

Natural Justice and Fair Procedures: Ensuring that all parties involved in an investigation have the right to be
heard and that the process is impartial and transparent.

Associated Persons: Individuals such as contractors, consultants, board members, interns, and volunteers who
work with or on behalf of the organisation.

Disclosure Form: A document used to report a protected disclosure containing relevant information necessary
for assessment and response.
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3 PROTECTED DISCLOSURE

3.1 What is a Protected Disclosure?

A protected disclosure involves reporting information that an individual reasonably believes demonstrates or
suggests relevant wrongdoing, including criminal activity, breaches of legal obligations, or other serious
misconduct. To qualify for legal protection, the disclosure must be made in good faith and through the
appropriate channels outlined in this policy. The purpose of a protected disclosure is to protect individuals from
retaliation and to foster a culture of transparency, accountability and compliance with legal and ethical
standards.

3.2 Making a Protected Disclosure

A protected disclosure can be emailed to , submitted in writing to
the Group HR and Compliance Director or submitted anonymously through the Beacon. Reports can also be
made orally by contacting any of the team members listed below.

Name Title Phone Number

Elaine Humphreys Group HR and Compliance Director +353 85 859 7260
Hugh C. Kelly CEO +353 86 822 7899
Mick Barrett Chief Commercial Officer +353 86 063 3275

Reports should contain at least the information set out in Appendix A.

3.3 Anonymous Disclosures

Anonymous reports will be accepted and investigated to the greatest extent possible. However, it may not be
possible to fully assess and follow up on an anonymous report. In addition, implementing certain elements of
this policy such as seeking further information, maintaining communication and protecting the reporting
person’s identity or protecting them from penalisation may not be possible. The Company will make every
reasonable effort to address and investigate all reports to the best of its ability.
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4 PROCESS FOLLOWING RECEIPT OF A REPORT

Upon receiving a protected disclosure, the Company will:

1. Acknowledge the Report: Within seven days of receipt.
2. Initial Assessment: Determine if the disclosure contains prima facie evidence of wrongdoing.

- If insufficient evidence exists, the procedure may be closed, with written notification provided
to the discloser.

- If prima facie evidence exists, the matter may proceed to investigation.

3. Investigation: If warranted, an internal or independent investigator with relevant expertise may be
appointed. Investigations will be carried out fairly, respecting principles of natural justice and
confidentiality.

4. Feedback: Initial feedback will be provided within three months of acknowledging the disclosure.
Ongoing updates may be offered at three-month intervals as necessary.

5. Outcome Notification: Communicate the results of the investigation, subject to legal and confidentiality
constraints.

The Group HR and Compliance Director is Simply Blue Energy’s Designated Person to receive protected
disclosure reports and shall assess if there is prima facie evidence that a relevant wrongdoing might have
occurred.

If it is unclear as to whether or not a report is a protected disclosure, the report will be treated as a protected
disclosure until a definitive conclusion can be made. It may be necessary to differentiate the information
contained in the report, as not all matters reported may fall within the scope of this policy or the relevant
protected disclosures legislation applicable in the respective jurisdiction. Different parts of a report may need to
be approached separately, and some matters may be directed to another, more appropriate, policy or procedure
(e.g. personal grievances).

The Designated Person may decide that there is no prima facie evidence of a relevant wrongdoing and either
close the procedure or refer the matter to another relevant procedure. If this occurs, the Designated Person will
notify the reporting person in writing of this decision and the reasons for it.

If the Designated Person decides that there is prima facie evidence of a relevant wrongdoing, appropriate action
will be taken to address the wrongdoing, having regard to the nature and seriousness of the matter.
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The nature and seriousness of the matter reported will inform whether the matter can or should be investigated

internally or externally. In some circumstances it may be more appropriate for an investigation to be carried out
by external experts, a statutory body or local law enforcement.
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5 CONFIDENTIALITY AND IDENTITY PROTECTION

Simply Blue Energy is committed to protecting the confidentiality of the identity of individuals who raise a
concern under these procedures, as well as any third parties mentioned in a report. All disclosed information
will be treated with the utmost confidence and will only be shared with those individuals who have a legitimate
need to know, in accordance with this policy.

In exceptional cases where the identity of a reporting person must be disclosed, the individual will be notified in
writing before the disclosure, along with the reasons for such disclosure. Notification will not be provided if it
compromises:

e The investigation into the alleged wrongdoing.

e The prevention of serious risk to public safety, public health, the environment, or the security of the
State.

e The prevention of crime or the prosecution of criminal offences.
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6 EXTERNAL DISCLOSURES

The aim of this policy is to provide a safe, secure and confidential process for individuals to raise concerns about
relevant wrongdoing, with the assurance that all such concerns will be addressed promptly and appropriately.
Simply Blue Energy is committed to managing issues effectively within the organisation and strongly encourages
individuals to report concerns in accordance with this policy.

However, there may be situations where an individual prefers not to raise their concern internally or has reason
to believe that an internal report has not been properly followed up. In such cases, alternative reporting avenues
may be considered such as those outlined in appendix D.
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7 PROTECTION FROM PENALISATION

Simply Blue Energy is committed to protecting individuals from penalisation or threats of penalisation for making
a protected disclosure. Acts of retaliation or penalisation will not be tolerated under any circumstances. For
clarity, reasonable disciplinary actions, investigations, performance management, or other processes that are
unrelated to the making of a protected disclosure do not constitute penalisation.

Complaints of penalisation will be handled by the HR function, unless it is deemed inappropriate in certain
circumstances.

Penalisation is defined as any direct or indirect act or omission occurring in a work-related context that is
prompted by the making of a protected disclosure and causes or may cause unjustified detriment to an
individual. Penalisation includes, but is not limited to:

e Suspension, layoff or dismissal.

e Demotion, loss of opportunity for promotion or withholding promotion.

e Transfer of duties, change of location of place of work, reduction in wages or change in working hours.

e The imposition or administering of any discipline, reprimand or other penalty (including a financial
penalty).

e Coercion, intimidation, harassment or ostracism.
e Discrimination, disadvantage or unfair treatment.

e Injury, damage or loss.

Appropriate action, which may include disciplinary action, will be taken against an individual who penalises a
reporting person or other individual due to the making of a protected disclosure. Individuals subjected to
retaliatory acts may seek recourse through internal grievance procedures or applicable legal avenues.

If a protected disclosure is made during an investigation or disciplinary process to which the reporting person is
subject, it will not automatically follow that the making of the report will affect the investigation or disciplinary
process. Separate processes unconnected with the disclosure will ordinarily continue to proceed.
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8 LEGAL PROTECTIONS

Protected disclosures made in good faith offer legal protection to whistleblowers. Although the application of
these protections may vary across jurisdictions, the core principle remains to protect individuals who report
genuine concerns about wrongdoing from retaliation and liability.
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9 SYSTEM OF REVIEW

Individuals may request a review of decisions made during the investigation or handling of their disclosure.

A review may be requested in the following circumstances:

By the reporting person following an assessment decision to close the procedure or refer the matter to
another process.

By any affected party concerning the conduct or outcome of any follow-up actions, including
investigations carried out as a result of receiving a report.

By any affected party regarding the conduct or outcome of an investigation into a complaint of
penalisation.

Except in exceptional cases, by any affected party regarding a decision to disclose the identity of the
reporting person to individuals not authorised under these procedures to handle reports.

1. Scope of Review Requests

An affected party may seek a review concerning:

The conduct or outcome of follow-up actions, including investigations, taken as a result of receiving a
protected disclosure.

The conduct or outcome of an investigation into a complaint of penalisation.

Any decision to disclose the identity of a reporting person, except in exceptional circumstances.

2. Procedure for Requesting a Review

A request for review should be submitted to within 28 days of

receiving notification of the final outcome. The request must detail the reasons for seeking the review and fall

within one of the three categories outlined above. It is important to note that any review conducted will not re-

investigate the matter but will address the specific issues raised regarding insufficient consideration.

The Review will consider:

Whether the correct procedures were followed.
In cases where terms of reference were established for an investigation, whether they were adhered to.

Whether the conclusions/ findings could reasonably be drawn from the information/ evidence on the
balance of probabilities.
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3. Conduct of the Review

Reviews will be undertaken by a senior manager or a suitably qualified external person, as appropriate. The
reviewer(s) will be appointed by the Chief Executive Officer. Reviews will always be carried out by someone who
was not involved in the initial assessment, investigation, or decision.

4. Finality of the Review

The outcome of the review will be final.

SBG-SBG-GRP-HRE-PCY-0002-R01 26/03/2026 CR/EH %l%




10 RECORD KEEPING, DATA PROTECTION AND CONFIDENTIALITY

All records relating to disclosures will be maintained securely and in compliance with data protection laws,
including the General Data Protection Regulation (GDPR) and any other relevant jurisdictional regulations.
Information will only be accessed by those with a legitimate need to know, and strict protocols will ensure the
confidentiality, integrity and protection of data.

10.1 Communication

The Company will make details of this policy available to its employees to help them understand their duties and
responsibilities.

10.2 Policy Review

This policy will be reviewed annually to ensure it remains effective, compliant with legislation, and aligned with
best practices.
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APPENDIX A: WHAT TO INCLUDE IN A DISCLOSURE

This appendix outlines the key information to include when making a protected disclosure under Simply Blue
Energy’s Whistleblowing Policy. Providing comprehensive details ensures that disclosures are handled
effectively, confidentially, and in line with established procedures.

Reports should contain at least the following information:

that the report is a protected disclosure and is being made under the procedures set out in this Policy.

the reporting person’s name, position in the organisation, place of work and confidential contact details
(optional for anonymous reports).

the date of the alleged wrongdoing (if known) or the date the alleged wrongdoing commenced or was
identified.

whether or not the alleged wrongdoing is still ongoing.

whether the alleged wrongdoing has already been disclosed and if so, to whom, when, and what action
was taken.

information in respect of the alleged wrongdoing (what is occurring/ has occurred and how) and any
supporting information.

the name of any person(s) allegedly involved in the alleged wrongdoing (if any name is known and the
individual considers that naming an individual is necessary to report the wrongdoing disclosed); and

any other relevant information.
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APPENDIX B: RECORD KEEPING

A record of all reports, including anonymous reports, will be maintained by Simply Blue Energy.

When a report is made via telephone or voice message, an authorised representative will document a detailed
message and forward it to

All calls will be documented appropriately. Where necessary, the reporting person will be provided with an
opportunity to review, amend, and agree on the minutes of the conversation. If a report is made during a physical
meeting with an authorised member of staff, accurate minutes of the conversation will be taken by the staff
member receiving the report. The reporting person will have the opportunity to review, amend, and agree on
these minutes.

The Company will maintain an appropriate case management system to record and track protected disclosures.
All records will be stored confidentially and securely, with access restricted to those who require it as per this
policy. If details of the report need to be shared for an investigation, appropriate redactions will be made to
ensure the confidentiality of the disclosure. Records of all concerns raised, including the outcome of any
assessments and subsequent investigations, will be retained for a minimum of seven years after the case is
closed. These records will be maintained in a secure and confidential environment.
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APPENDIX C: JURISDICTIONAL LEGAL REFERENCES

This page provides a list of relevant whistleblowing laws applicable in each jurisdiction where the Company
currently operates (which may be amended from time to time). The Company’s policy is designed to be
compliant with these laws, ensuring protections are in place for individuals who make disclosures.

1. Ireland: Protected Disclosures Act 2014 (as amended by the Protected Disclosures Amendment Act 2022)
2. United Kingdom (UK): Public Interest Disclosure Act 1998 (PIDA)

3. Spain: Transposition of the EU Whistleblower Protection Directive (Directive (EU) 2019/1937)

4. Portugal: Lei n.2 93/2021 (EU Directive transposition)

5. Canada (Nova Scotia): Public Interest Disclosure of Wrongdoing Act

6. Sweden: Whistleblower Act (2021)
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APPENDIX D: EXTERNAL REPORTING CHANNELS FOR PROTECTED
DISCLOSURES

This appendix outlines the key external reporting channels available in various jurisdictions where individuals
can raise protected disclosures if internal channels are deemed inappropriate or ineffective.

1. IRELAND

Protected Disclosures Commissioner: An office established to provide oversight and facilitate protected
disclosures.

Prescribed Persons: Sector-specific regulatory bodies, such as:

e Data Protection Commission (DPC): For matters relating to data privacy breaches
e Health and Safety Authority (HSA): For workplace health and safety issues

e Office of the Director of Corporate Enforcement (ODCE): For company law breaches

2. UNITED KINGDOM (UK)
Prescribed Persons and Regulatory Bodies:

e Financial Conduct Authority (FCA): For financial services-related issues
o Health and Safety Executive (HSE): For health and safety concerns

e Information Commissioner's Office (ICO): For data protection and privacy matters

Public Interest Disclosure Act: Provides guidance on reporting to regulatory bodies

3. SPAIN
Agencia Espaiola de Proteccion de Datos (AEPD): For matters concerning data protection and privacy
Labour Inspectorate: For workplace violations, including health and safety, labour rights, and harassment

Anti-Corruption Office (Oficina Antifraude): For matters relating to corruption and misuse of public funds
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4. PORTUGAL
Comissdo Nacional de Protecdo de Dados (CNPD): For data protection and privacy issues.
Autoridade para as Condi¢oes do Trabalho (ACT): For labour and employment issues.

Conselho de Prevengao da Corrupg¢ao: For matters related to corruption and misuse of public funds.

5. CANADA (Nova Scotia)

Office of the Ombudsman (Nova Scotia): For public sector-related disclosures, including gross mismanagement
and illegal activities.

Nova Scotia Human Rights Commission: For matters related to human rights violations, including workplace
discrimination and harassment.

Labour Standards Division: For breaches of provincial labour laws.

6. SWEDEN
Data Protection Authority (Datainspektionen): For issues related to data privacy and GDPR breaches.
Work Environment Authority (Arbetsmiljoverket): For health and safety matters in the workplace.

Swedish Prosecution Authority (Aklagarmyndigheten): For criminal matters and serious misconduct.
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