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1. Speak Out today for a better tomorrow
This Charter applies to Singapore Life Holdings Pte. Ltd and its subsidiaries (“Group’). The Group’s purpose, mission,
vision, strategy, and values are presented in the table below:

It is every employee’s responsibility to do the right thing to protect our customers, assets, reputation, and each other.
Only when we adopt and support a ‘Speak Out’ culture across all our businesses, we hold each other accountable to
live our values so that we are best enabled to deliver on our purpose, mission, vision, and strategies. When we are
brave enough to Speak Out, information comes to light that allows the issue(s) to be addressed before any damage
is done or to contain it and improve the way we do business.
Employees should Speak Out when there is a concern about illegal or unethical practices, or wrongdoing that affects
others. It could be something that negatively impacts our customers, the public, employees, or the Group.
As part of the Speak Out program, a confidential and secure whistleblowing service is in place to enable concerns to
be raised. The independent whistleblowing service is facilitated by Ernst and Young (“EY”) and includes five channels
to make a report, namely email, postal, telephone, voicemail, or website. These reports are then received by the
Internal Audit team to ensure that concerns are investigated, concluded, and reported appropriately. The Group
Audit Committee, whom Internal Audit reports to, is ultimately responsible for the independence, autonomy and
effectiveness of Group policies and procedures on whistleblowing. Senior managers and leaders are responsible for
embedding a Speak Out culture across the Group.
This Charter provides guidance on what should be reported, when and how employees should Speak Out, the
protection provided to anyone who speaks out, and how concerns are managed.
Doing the right thing must be core to how we work, how we act, and how we deliver our strategy. We all need to
live by the purpose and values we have chosen to help protect the Group, our customers and each other.
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2. What to Speak Out about
If there is a legitimate concern about improper behavior in the workplace (by employees or third parties) which may
be a breach of our Business Ethics Code or appears illegal, criminal, or unethical, please use one of the Speak Out
channels to report this concern.
For example, 1 report suspected:
•
Acts of bribery and/or corruption
•

Fraud or accounting misstatement

•

Money laundering

•

Price fixing, market abuse, or insider trading

•

Inaccurate, misleading, or fraudulent reporting of key risks

•

Facilitation of tax evasion

•

Failure to comply with a legal or regulatory obligation (including commission of a criminal offence)

•

Breach of data privacy (such as theft or deliberate/accidental loss).

Employees can also use Speak Out to report abuse or breaches of our systems, or of any standards, processes, policies,
or procedures.
Other examples include, but are not limited to:
•
Bullying and/or harassment and acts of unfair treatment and discrimination on grounds of race, gender,
religion, sexual orientation, and other protected characteristics
•

Actual or potential conflicts of interest

•

Behavior that harms or is likely to harm our reputation or financial well-being (e.g., inappropriate treatment
of customers)

•

Danger to the health and safety of employees

•

Actual or potential abuses of human rights (including modern slavery, forced labor, child labor and any form
of discrimination in our business or supply chain)

•

Serious environmental concern

or the cover-up of any of the above, whether or not the matter is confidential.
The above is not an exhaustive list, so if there are doubts, employees should raise their concern for advice.
Remember: Employees should not investigate concerns directly but report it as soon as there is genuine concern.
All concerns reported are regarded very seriously. Employees can be assured that all reports will be heard, and
whistleblowers protected and supported.

The list is not intended to be exhaustive, and we encourage our employees, contractors, contingency workers, outsource
providers, suppliers and other third parties to report any behavior that violates the spirit of the Business Ethics Code even if not
explicitly listed in this Charter
1
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3. How can employees Speak Out?
There are many ways to Speak Out to facilitate different circumstances and situations. These are as follows:
a) Internally and Confidentially (confidential but non-anonymous)
Leader/leadership team
Employees can discuss concerns or potential
issues with their leaders or the leadership team,
unless the concern or issue is directly in relation
to the leader or leadership team member.

People Function
Where it is not easy to raise concerns or not appropriate
to discuss the issue with the employee’s leader or the
leadership team, employees can discuss concerns with
the People Function team.

OR

If employees are uncomfortable with raising concerns via the above channels or if employees have already raised
their concerns internally and no appropriate action had been taken, they can report and Speak Out via the channels
managed by Ernst and Young below.
b) Speak Out channels managed by Ernst and Young (option for anonymity)
Report via Speak Out
Employees can also report concerns via the independent Speak Out channels managed by Ernst and Young. There
are five channels available - email, postal, telephone, voicemail, or website – to allow employees to report concerns
confidentially and anonymously (if desired). These channels are offered on a 24-hour service which operates seven
days a week, in English and toll-free.
The channels are as follows:
Email

reports@singlife-speakout.com

Postal Address

Ernst and Young Singapore
North Tower Level 18, 1 Raffles Quay,
Singapore 048583

Telephone2 and Voicemail

800 321 1465

Website

www.singlife-speakout.com3

c) Independently to Internal Audit (option for anonymity)
Employees can also report, in confidence, any concerns directly to a member of Internal Audit. Employees who
choose this option will be asked whether the report is to be made on an anonymous basis.

Note that telephone lines will be managed by a professional from EY from Monday to Friday from 8.30a.m to 6.30p.m while the
voicemail option is always available.
3 This webpage is hosted by EY and is not part of Singlife with Aviva website.
2
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Information on how to report concerns as well as the Speak Out channels will be embedded within the mandatory
annual training for all employees. The Speak Out Charter will also be made available to facilitate ease of access for
all employees.

4. Employees will be protected when they Speak Out
The Group does not tolerate retaliation against employees who speak out and raise concern(s). If employees believe
they have been unfavorably treated as a consequence of raising a concern, they should contact the Internal Audit
team, who will independently review the circumstances and escalate to the Group Audit Committee where
applicable. Disciplinary actions will then be meted out as appropriate in line with the Group’s consequence
management framework. Internal Audit will treat all information confidentially, subject to legal obligations.
It should be noted that if employees report a concern anonymously, it can be much more difficult to investigate the
matter, protect the employee’s position, or to provide updates and feedback on the outcome. The ability to
investigate also depends on the sufficiency and quality of the information provided by the employee.
Employees should also be aware that there may be times when the Internal Audit team is unable to resolve a concern
without revealing their identity, for example where evidence is required to be presented and these can be directly
connected to the employee despite all efforts at maintaining anonymity. Notwithstanding this, the Internal Audit
team will make every effort to obtain agreement prior to any such disclosure, subject to legal obligations being met.

5. What happens after someone Speaks Out?
When a concern is raised directly to the leadership team or People Function, these will be managed separately in
line with applicable department guidance or otherwise. Where the matter concerned is serious (such as potential
breach of the Group Code of Business Ethics or appears illegal, unethical or a potential abuse of systems, processes,
or policies), leaders should guide the employee to the Speak Out reporting options managed by Ernst and Young or
report directly to Internal Audit. If the employee does not feel able to report the concern themselves, leaders should
report the concern directly. This will ensure the concern is appropriately escalated for remediation.
When a concern is received either by Ernst and Young or Internal Audit:
•
Contact will be made with the employee (directly where (a) the concern was raised to Internal Audit, (b)
contact details are provided and it is appropriate to do so, or (c) via the feedback section through the
channels maintained by Ernst and Young that allows for anonymity) to acknowledge receipt and confirm if
all available information has been provided and advice of next steps
•
All concerns received are passed through an assessment to determine next steps, including formal
investigation as appropriate
•
Internal Audit will make a decision, in consultation with relevant stakeholders as appropriate (e.g., the Audit
Committee, People Function, Financial Crime, Compliance, Legal, etc.), as to which area will progress the
matter appropriately
•
Where it is decided that a formal investigation should be launched, Internal Audit may undertake the
investigation directly or engage an external consultant to investigate the concern(s). Employees may be
kept informed on developments, as long as this is within the confines of legal and confidentiality obligations,
and where the employee has requested to be kept informed and is contactable
•
Internal Audit will ensure full and accurate records of all disclosures and actions taken; and
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•

At the end of an investigation or review of the concern(s), where contact details are known, the employee
will be informed of the outcome. If the investigation outcome indicates the report to be without merit, the
case will be closed. However, where the outcome of the investigation confirms undesirable behavior had
occurred, disciplinary actions will be meted out as appropriate in line with the Group’s consequence
management framework.

6. Frequently Asked Questions
a) Who is responsible for the Speak Out service?
The Audit Committee is ultimately responsible for the independence, autonomy and effectiveness of the Group’s
policies and procedures on whistleblowing. Day-to-day responsibility is delegated to Internal Audit who are
responsible for the operation of the Speak Out service and provide multiple channels to report concerns.
The Group CEO is responsible for supporting Internal Audit in:
•
•

Implementing the Speak Out service; and
Raising awareness of the Speak Out service through promotion, communications, and training.

b) Who owns the Speak Out Charter?
The Speak Out Charter is owned by Internal Audit.
c) What legislation protects employees when they “Speak Out”?
The Group does not tolerate retaliation against employees who raises a concern. If an employee believes they have
been unfavorably treated, they should contact Internal Audit, who will independently review specific circumstances.
The following table lists the legal and regulatory framework applicable for Singapore and Philippines where the
Group currently operates.
Country

Legislations & Regulatory Guidelines

Enforcement Agency

Singapore

1. Prevention of Corruption Act 1960
2. Guidelines on Risk Management - Internal
Controls
3. Guidelines on Individual Accountability and
Conduct
4. Guidelines on Corporate Governance

1. Corrupt Practices Investigation Bureau
(CPIB)
2-4. Monetary Authority of Singapore (MAS)

Philippines

1. Republic Act 6981: Witness Protection, 1. Department of Justice
Security and Benefit Act
2. Anti-Money Laundering Council
2. The Anti-Money Laundering Act of 2001 (Safe 3. Insurance Commission
Harbor Provisions)
3. Circular Letter No. 2017-29: Guidelines on
Related Party Transactions for Insurance
Commission
Covered
Transactions
–
Whistleblowing Mechanism
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d) What is the difference between reporting a concern confidentially or anonymously?
A concern is raised confidentially where the individual reporting the concern gives their name on the understanding
that it is not revealed without consent. While every effort is made to protect the employee’s identity, there may be
times when a concern cannot be resolved unless the identity is revealed, whether intentionally or unintentionally.
For example, where evidence is required to be presented and these can be directly connected to the employee.
Where this is the case, every effort will be made to obtain the employee’s agreement prior to any such disclosure,
subject to legal obligations being met.
An anonymous concern is where the individual reporting the concern does not provide their name or identity. An
anonymous concern can make it much more difficult for investigation to be performed, protect the employee’s
position, or to provide the employee with feedback/update on the outcome. In addition, despite efforts at
maintaining anonymity, at times it may not be possible to ensure anonymity as the employee’s identity may be
inferred from the information given. The ability to investigate also depends on the sufficiency and quality of the
information provided.
e) Can I raise my concerns to someone completely independent of the Group?
There are several ways and options to Speak Out. Employees can report a concern through one of the channels
maintained by Ernst and Young, which will allow for anonymity.
f) What happens if I am not happy with the way my concern has been investigated?
If employees are not satisfied with the outcome of the investigation, they can contact the Audit Committee who will
review the investigation, findings and outcome, and where appropriate commission an additional review. In the rare
event that the employees are still unhappy with the outcome, a concern can be lodged with the local regulator.
g) What if concerns raised prove to be false?
The key principle is that employees have acted on a genuine concern. If employees have acted in good faith in
reporting concerns, it does not matter if it turns out to be a false alarm or if the reported concern is not substantiated.
These assurances, however, do not extend to someone who knowingly and maliciously raises a concern they know
to be untrue. Any employee knowingly and maliciously raising a concern they know to be untrue is likely to face
disciplinary action.
h) As a leader, what should I do if someone raises a concern with me?
When an employee raises a concern with a leader (whether formally or otherwise), it is important to respect the
employee’s confidentiality, provide reassurance to the individual, encourage them to Speak Out, and reassure them
that their concern will be taken seriously.
Leaders should listen carefully to their concerns and avoid pre-judging the matter. If the matter concerns a potential
breach of the Group Code of Business Ethics or appears illegal, unethical or a potential abuse of systems, processes,
or policies, leaders should guide the employee to the Speak Out reporting options available as set out in this Charter.
If the employee does not feel able to report the concern themselves, leaders should report the concern.
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7. Appendix 1: A Quick Reference Guide
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