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Whistleblowing Routines 
1. Introduction 
The whistleblowing routines apply to G Travel AS (the "Company"). 

All employees shall be informed of these whistleblowing routines. The Company's goal is that illegal, unethical or other 

misconduct or irregularities should not occur in the business. If such circumstances do occur, they must be addressed and 

handled properly. The Company has drawn up these routines for whistleblowing. The purpose of the routines is to ensure 

proper handling of whistleblowing in the Company. 

2. What is Whistleblowing 

2.1 Misconduct 

Whistleblowing is to speak up about misconduct in the workplace. 

Misconduct means conditions that include breaches of legislation, written ethical guidelines in the Company or ethical 

norms on which there is broad agreement in society, for example, circumstances that may involve: 

· Danger to life or health 

· Danger to climate and the environment 

· Corruption or other economic crime 

· Abuse of authority 

· Unsatisfactory working environment 

· Breach of personal data security 

Disclosures which only applies to the employee's own employment relationship will generally not be considered 

misconduct according to law unless the misconduct otherwise is comprised by the definition above. 

2.2 Encouragement to report 

Uncovering misconduct in the business is of great importance to the Company and is also important from a social 

perspective. The company therefore encourages all employees to blow the whistle if they become aware of such 

matters, and to follow these whistleblowing procedures. 

2.3 Right and duty to report 

Employees that become aware of circumstances in the Company that they believe are illegal, unethical or of 

censurable character, have a right to report about this, cf. the Working Environment Act Chapter 2 A. 
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Employees have an obligation to report if they become aware of criminal offenses, harassment or discrimination in 

the workplace. The same applies if employees become aware of conditions that may endanger life and health, and 

which the employees cannot correct themselves, cf. the Working Environment Act Section 2-3. 

3. Procedure for Reporting 
Employees should always report in a responsible way, whatever the reason for the report may be. As a main rule, 

reports should always be made internally in the Company. Reports can be made orally or in writing. A report in 

accordance with these routines is considered to be made in a responsible way. 

The employer encourages employees to report to their immediate manager. Reports can also be made to the safety 

representative, an employee representative or via a lawyer at the employee's expense. 

The employee can always report externally to a public supervisory authority (e.g. the Norwegian Labor Inspection 

Authority) or another public authority. Reporting to other bodies or persons outside the Company will, as a general 

rule, not be justifiable unless the employee is in good faith about the content of the report, the report regards 

misconduct which has public interest, and the employee has first reported internally or has reason to believe that 

internal reporting will not be appropriate. 

4. Process of Handling of Reports 

4.1 Routines upon receipt of reports 

Reports of misconduct (see section 2.1) must always be investigated further. The report must be processed within a 

reasonable time and adequately investigated. The person who submits a report must receive written confirmation 

that the report has been received. 

4.2 Handling of reports 

The person who receives the report must follow up on this and ensure that the notification is dealt with. [[Name] shall 

be informed and shall, together with the recipient of the report, agree on who is responsible for following up the 

report]. The whistleblower must be given a preliminary response within a reasonable period of time, regardless of 

whether the case is still under consideration. As far as possible, the whistleblower shall also be given an indication of 

when the case can be expected to be finalised. The whistleblowing case must be processed within a reasonable time. 

When processing the report, the assessments and conclusions shall be documented in writing, including the factual 

basis on which such assessments are based upon. The principles set out in section 5 below must be followed as far as 

they apply. 

If it is obvious that an enquiry does not concern "misconduct" within the meaning of the Working Environment Act, cf. 

section 2.1, the case must be closed. The whistleblower shall nevertheless be notified that the case has been assessed 

and closed as a whistleblowing case and the whistleblower shall be given a proper explanation. If the Company 
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believes that the case should nevertheless be followed up in another way (personnel case, etc.), the whistleblower 

shall, to an appropriate extent, receive guidance on how he/she can proceed. 

Employees who report misconduct in a responsible manner shall be protected against adverse action, practice or 

omission as a consequence or reaction to the disclosure of misconduct (retaliation). The Company shall ensure that 

the whistleblower has a safe and proper working environment. If necessary, the Company shall implement measures 

to protect the whistleblower against retaliation. 

5. Procedural Principles 
As a main rule, the following principles shall be applied when conducting the investigations: 

· Employees' duty to explain themselves: As a starting point, it is assumed that all employees, pursuant to the 

employer's management prerogative, can be required to explain themselves to the report panel on a matter 

relating to the employment relationship and the Company. 

· Confidentiality: Confidentiality shall be safeguarded to the extent possible. 

· Contradiction: The person(s) being the subject of the report shall, as a principal rule, be made aware of the 

circumstances that are being investigated and the information that have been revealed. The person concerned 

shall have the opportunity to comment on the matter before a conclusion is made. 

· Personal data: Only personal data that is relevant to the investigation shall be processed. 

· Information about the outcome of the case: Once the investigation is concluded, the whistleblower shall be 

informed about the outcome of the case. The same applies to the extent possible to the person(s) being the 

subject of the report and other people who have been involved in the case. 

6. Document control 
Date Change Done by Approved 

22.06.2026 Document created Martin Opdahl Müller Board of Directors 

    

    

    

 

  


