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1. Objectives of the Code 
This Code aims to formalize the company procedure governing the 
reporting of unlawful, irregular, unethical, dangerous conduct, or conduct 
contrary to the company’s ethical values, occurring in relation to the 
performance of company activities. 

This procedure applies to all employees, collaborators, suppliers, clients, 
and other third parties involved in the company’s activities. 

The main objective is to ensure an ethical working environment that 
complies with applicable regulations, by providing a clear and transparent 
system for managing reports. 

The ultimate purpose is to protect the company’s collaborators and 
stakeholders who, in many ways, may be harmed in their right to express 
themselves or in their physical and moral well-being. 

Therefore, reports are managed confidentially, ensuring the protection of 
the reporting person’s identity and preventing any form of retaliation or 
discrimination against them. The process is based on transparency, with 
accurate documentation of the handling phases, and on neutrality, 
through an impartial approach to the reports received. 
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2. Definitions and Legal Framework 
A whistleblower is a person—whether an employee (including top 
management), collaborator, member of corporate bodies, or third party 
(partner, client, supplier, consultant, etc.) and, in general, anyone who 
has relationships with the company—who reports, discloses, or files a 
complaint with the judicial, accounting or other competent authority 
regarding: 

 violations of national or European Union provisions that harm the 
public interest or the integrity of the public administration or of a 
private entity, of which the person became aware in a public or 
private working context (Art. 1 and Art. 2 of Legislative Decree No. 
24/2023). 

 violations of ethical and conduct standards defined in the bylaws 
and in the policies of the public and/or private entity. 

 irregular, unethical, and dangerous acts and behaviours, including 
violence—understood in the broadest sense—such as gender-based 
violence and sexual harassment, mobbing (workplace bullying), 
discrimination, etc. 

 
For the purposes of Article 26 et seq. of Legislative Decree No. 198/2006: 

 Direct discrimination occurs when any act, agreement or 
behaviour has a prejudicial effect by discriminating against workers 
on the basis of gender, or when, because of religion, personal 
beliefs, disability, age, sexual orientation, ethnicity, geographic 
origin, or stereotypes, a person is treated less favourably than 
another person is, has been, or would be treated in a comparable 
situation. 

 Indirect discrimination occurs when a provision, criterion, 
practice, act, agreement, or behaviour that is apparently neutral 
may place persons of a particular gender, persons who profess a 
particular religion or ideology, persons with disabilities, persons of 
a different race/ethnicity, persons of a particular age, or persons of 
a particular sexual orientation, at a particular disadvantage 
compared to other persons. 
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Reporting wrongdoing by staff is considered an effective tool for 
combating corruption in the workplace, as it contributes to the 
emergence and prevention of harmful situations and fosters the 
involvement and accountability of workers in building an ethically sound 
company environment and culture based on respect for rules. 

Whistleblowing is recognized as a tool capable of preventing wrongdoing 
and as an expression of a human right, namely freedom of expression. 

The reference provision on whistleblowing is Article 54-bis of Legislative 
Decree No. 165/2001 (the so-called Consolidated Act on Public 
Employment), introduced by Law No. 190/2012 (the so-called Anti-
Corruption Law), then fully amended by Law No. 179 of 2017 entitled 
“Provisions for the protection of authors of reports of crimes or 
irregularities of which they have become aware in the context of a public 
or private employment relationship”. Legislative Decree No. 24/2023 has 
brought together into a single text the entire regulation of reporting 
channels and the protections recognized for reporting persons in both the 
public and private sectors. 

In particular, Article 54-bis of Law No. 179 of 2017 provides that the 
public employee who, in the interest of the integrity of the public 
administration, reports to the Anti-Corruption Prevention Officer, or to 
the National Anti-Corruption Authority (hereinafter “ANAC”), or files a 
complaint with the ordinary judicial authority or the accounting authority, 
unlawful conduct of which they became aware by reason of their 
employment relationship, may not be sanctioned, demoted, dismissed, 
transferred, or subjected to any other organizational measure having 
negative effects, direct or indirect, on working conditions as a result of 
the report. 

The law also provides that reporting made in the forms and within the 
limits set out in Article 54-bis constitutes just cause for disclosing 
information covered by official, professional or company secrecy. 
Disclosure of such information in ways exceeding the purposes of 
eliminating the wrongdoing and outside the specifically established 
whistleblowing channel, constitutes, moreover, a violation of the relevant 
secrecy obligation (Art. 3 of Law No. 179/2017). 

To protect the reporting person, the law provides that their identity may 
not be disclosed. Within the context of any disciplinary proceeding 
initiated against the author of the wrongdoing, the identity may not. 
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be disclosed where the disciplinary charge is based on investigations that 
are distinct and additional with respect to the report, even if consequent 
to it. 

Where, instead, (i) the disciplinary charge is based, in whole or in part, 
on the report and (ii) knowledge of the reporting person’s identity is 
indispensable for the defence of the accused, the report may be used in 
disciplinary proceedings only if the reporting person consents to the 
disclosure of their identity. 

If the report leads to the initiation of criminal proceedings against the 
reported person, the identity of the reporting person is covered by secrecy 
in the ways and within the limits provided for by Article 329 of the Code of 
Criminal Procedure. 

The protections illustrated above are not, however, guaranteed in cases 
where, even by means of a first-instance judgment, the reporting 
person’s criminal liability is ascertained for the offences of slander or 
defamation or, in any case, for offences committed through the report, or 
their civil liability for the same reasons, in cases of wilful misconduct or 
gross negligence. 

This document introduces the implementing provisions of the legislative 
rules on whistleblowing which govern, also in light of the guidelines 
issued by ANAC, the ways in which DGM employees can report 
wrongdoing of which they became aware during the performance of their 
work activities, the handling of reports by the company, as well as the 
concrete protection measures adopted. 

 
Specific Legal Framework on Violence and Harassment 
For the purposes of ILO Convention No. 190 of 21/06/2019: 

 The term “violence and harassment” in the world of work refers 
to a range of unacceptable practices and behaviours, or threats 
thereof, whether occurring once or repeatedly, that aim at, result 
in, or are likely to result in physical, psychological, sexual or 
economic harm, and includes gender-based violence and 
harassment. 

 The term “gender-based violence and harassment” refers to 
violence and harassment directed at persons because of their sex 
or gender, or that disproportionately affects persons of a particular 
sex or gender, including sexual harassment. 
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Harassment is an act of discrimination and consists of any unwanted, 
hostile, physically, or psychologically persecutory behaviour directed 
against a person. Harassment may also include discrimination based on 
gender or ethnic origin, discrimination based on sexual orientation, age, 
disability, or political, religious or trade union opinions, arising from 
stereotypes or stemming from health-related or emotional vulnerability. 

Sexual harassment is an act of discrimination committed against 
persons because of their sexual identity, gender identity and/or sexual 
orientation, and consists of any unwanted behaviour of a sexual nature, 
carried out even once and expressed in physical, verbal or non-verbal 
form, that has the purpose or the effect of violating and limiting the 
dignity and freedom of expression and self-determination of the person 
subjected to it and/or creating an intimidating, hostile, degrading, 
humiliating or offensive environment. Sexual harassment is rooted in and 
linked to sexual and gender inequalities in access to power and to their 
intersectionality with ethnicity, age, disability, and sexual orientation. 

Mobbing consists of a series of persecutory acts, attitudes or 
behaviours, repeated and reiterated over time, with aggressive, 
denigrating and/or harassing characteristics, such that they cause the 
victim psychological and/or physical suffering that may compromise their 
dignity, professionalism and health, up to the point of their exclusion 
from the workplace/context. It constitutes an aggravating circumstance 
when mobbing originates from a hierarchical superior. 

 
Reference is also made to national and international legislation on 
gender-based violence and harassment, available in detailed format in 
the document “Updated List of Regulations,” uploaded in the SharePoint 
folder shared with the entire organization (DGM Consulting / 01. General 
/ 03. People / 04.DE&I). 
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3. Reportable Conduct 
Through whistleblowing it is possible to report unlawful conduct, whether 
carried out or attempted, that constitutes offences—including, in 
particular, the full range of relevant crimes under the Italian Criminal 
Code—as well as other situations in which, in the course of activities and 
irrespective of criminal relevance, there is an abuse by an employee of 
the powers entrusted to them in order to obtain private advantages, or a 
malfunction due to the private use of the functions performed. 

Reports may concern, for example: misappropriation of company assets; 
conduct that damages the company’s assets; forms of diversion of 
powers in acts and procedures for private purposes; unauthorized 
acceptance of gifts or other benefits; misuse of inside information; cases 
in which an employee acts in a conflict-of-interest situation. 

Reports may also concern events of discrimination, harassment, sexual 
harassment, and/or mobbing, as described above in Section 2. 

The reported facts must concern behaviours of which the employee 
became aware by reason of the employment relationship. In this regard, 
ANAC specifies that “the reported unlawful conducts must concern 
situations of which the person became directly aware by reason of the 
employment relationship and, therefore, certainly include what was 
learned by virtue of the position held, but also information acquired on 
the occasion and/or because of the performance of work duties, even if 
acquired incidentally”. 

The report must be made in the interest of the integrity of the company. 
Therefore, the following cannot be the subject of a report: 

 Personal grievances. 
 Claims relating to the employment relationship. 

which may be pursued through the appropriate administrative and 
judicial channels. 
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4. Reporting Methods 
Reports of unlawful conduct may be sent to the Whistleblowing Officer 
(hereinafter, the “Officer”) by completing the specific form 
“Whistleblowing Form,” downloadable from the SharePoint folder shared 
with the entire organization at: "DGM CONSULTING SRL\General\03. 
People\03. Whistleblowing". 

 
The completed form and any supporting attachments must be sent for 
the attention of the DGM Whistleblowing Officer, identified as Stefano 
Redaelli. 

 
The documentation must be placed in the dedicated secure lockbox 
located on the second floor of the office, above the cabinet placed in the 
corridor that connects the various rooms. 

 
Reports may be submitted as follows: 

 Confidential report: within the envelope, in addition to the report, a 
sealed envelope must be included containing the reporting person’s 
identity details, their signature and a copy of an identity document, 
accessible within the limits of the law, as well as any contact 
details, such as a telephone number and email address. 

 Anonymous report: the envelope containing the report must not 
include the reporting person’s identity details, and the information 
in the whistleblowing form relating to the table “Reporting person’s 
identification details” must be omitted. 

 
Note: Where the reported unlawful act concerns the Whistleblowing 
Officer, reports must be sent in a sealed envelope, marked “confidential,” 
to one of the Founding Partners (Andrea Dossi, Gianluca Meloni) by post. 
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Reports from Third Parties 

Should employees and/or collaborators of companies linked to DGM 
Consulting through work activities wish to report potentially harmful facts 
(illegal, unethical, dangerous activities and/or violence—understood in 
the broadest sense, including gender-based violence and sexual 
harassment, mobbing, discrimination, etc.) that they became aware of by 
virtue of that work activity, they may do so using this whistleblowing 
form. 

If the form is completed as an identified report, it is sent by email to 
dgmconsulting@pec.it; alternatively, if anonymity is desired, the report 
may be sent by post to: DGM Consulting - Via Watt 37, Milan (MI). In 
such cases, it is recommended to use a format that ensures 
confidentiality, such as a sealed envelope.dgmconsulting@pec.it 

The contents of the email or the envelope must be addressed to the DGM 
Whistleblowing Officer, identified as Stefano Redaelli. If the report 
concerns the DGM Whistleblowing Officer, the documentation must be 
addressed to one of DGM’s owners (Andrea Dossi, Gianluca Meloni). 

 
Process Information for External Reporting Persons 

Anyone who uses the reporting form will receive, if they have provided 
contact details, communication: 

 of the registration of the report within 7 working days of receipt. 

 of the outcome of the preliminary phase (acceptance or reasoned 
archiving) within 30 days. 

 of updates on the status of the investigation whenever possible. 

 of the outcome within 90 days of registration. 
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5. Elements of the Report 
The report must include (as clearly indicated in the various fields of the 
reporting form): 

 The author(s) of the reported conduct, if known, and any other 
persons involved. 

 The clear and detailed description of the facts
 subject of the report. 

 Any documents collected that may confirm the validity of the report 
(to be attached to the report itself). 

 Any other information useful for verifying what happened. 
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6. Handling of Reports 
 
The report handling process begins with the receipt of the report by the 
Officer. Within 90 days, the Officer provides feedback to the reporting 
person (in the case of non-anonymous reports) or to the entire 
organization (in the case of anonymous reports) regarding the outcome. 

 
The report handling process is structured as follows: 

 Registration: once received by the Whistleblowing Officer, the 
report is registered and recorded within 7 working days of receipt. 

 Preliminary phase: within 30 days from registration, the Officer 
verifies whether the reported matter falls within the categories that 
can be reported through whistleblowing.  

o If the report is not accepted, the Officer informs the 
reporting person (where not anonymous) of the archiving 
and the related reasons within the same 30-day period. 

o If the report is accepted, the reporting person (where not 
anonymous) receives confirmation within 30 days. 

 Investigation phase: initiated within 30 days of acceptance. The 
Officer keeps the reporting person (where not anonymous) 
informed of significant updates in the process whenever possible.  

 Outcome: within 90 days from registration, the Officer provides 
final feedback to the reporting person (if not anonymous) or to the 
entire organization (if anonymous). At the end of the investigation, 
a final report is prepared and sent to the Founding Partners and, 
where necessary, to the Judicial Authority or another public 
authority. 

 
6.1. Duties and Responsibilities 
The designated person is responsible for the implementation and 
updating. 
and amendment of this Policy. The designated person is tasked with 
receiving and managing the Reports covered by this Policy. 
 
The designated person is responsible for: 

 Preliminary review/analysis of the Reports (including 
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anonymous ones) received, aimed at assessing their grounds as 
well as evaluating whether to initiate further investigations. 

 Decision to proceed (or not) with further checks or with the 
subsequent assessment phase. 

 
Based on the information provided, the designated person assesses 
whether to: 

 Proceed with archiving the Report due to the objective absence of 
the reported behaviour or due to the absence of clear and/or 
reasonable grounds to initiate further investigations. 

 Initiate a verification activity. 

 Involve the Judicial Authority. 

 
In the case of substantiated reports, the measures adopted by the 
company are proportionate to the nature and severity of the violation and 
may include: 

 Disciplinary measures against the responsible person, up to termination of 
the employment relationship. 

 Protective measures for the victim. 

 Revision of internal policies and processes, where the violation is attributable 
to organizational dysfunctions rather than to individual responsibility. 

 Measures against suppliers or other third parties involved. 
 
The Officer informs the reporting person (where not anonymous) of the 
measures adopted, within the limits permitted by confidentiality toward 
the other parties involved. 
 
 
It is the designated person’s duty to ensure: 

 Traceability of the Reports and related investigative activities. 

 Retention of documentation relating to the Reports and to the 
related verification activities, in dedicated paper/electronic 
archives, ensuring appropriate levels of security/confidentiality. 

 Retention of the Reports and related documentation for a period 
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not longer than necessary for the purposes for which the data were 
collected or subsequently processed, and in any case in compliance 
with the Policy and the procedures in force within the Company for 
the protection of personal data. 

 
The functions involved in verifying the substantiation of the Report 
ensure, each within their competence, the traceability of data and 
information and provide for the retention and archiving of the 
documentation produced, in paper and/or electronic form, to allow 
reconstruction of the distinct phases of the process. 

 
Without prejudice to obligations of timely reporting upon the occurrence 
of certain events, the designated person ensures an annual summary 
flow on reports received and managed to the Board of Directors. 

 
6.2. Confidentiality and Prohibition of Retaliation and 

Discrimination 

DGM Consulting – Società Benefit ensures that all Reports are taken 
charge of, in the ways described above, even where, as stated, they are 
made anonymously. 

It is the designated person’s responsibility to ensure the confidentiality of 
the reporting person from the moment the Report is taken charge of, also 
to avoid the risk of retaliation and/or discrimination against those who 
make the Report. 

Without prejudice to the rights exercisable by the reporting person 
pursuant to Articles 15 et seq. of Regulation (EU) 2016/679, the Report 
and the attached documentation may not be viewed nor copied by any 
requesting parties. 

Except in cases where liability for slander or defamation arises under the 
provisions of the Criminal Code or Article 2043 of the Italian Civil Code, 
as well as cases in which anonymity is not opposable by law, the identity 
of the reporting person is protected in every phase following the Report; 
therefore, subject to the exceptions above, the identity of the reporting 
person may not be disclosed without their express consent. 

With specific reference to disciplinary proceedings, the identity of the 
reporting person may be disclosed to the person responsible for the 
company function in charge of disciplinary proceedings and/or to the 
accused only in cases where: 

 The reporting person has given express consent. 
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 The disciplinary charge is based solely on the Report and 
knowledge of the identity of the reporting person is indispensable 
for the defence of the accused, as requested and justified in writing 
by the latter. In this circumstance, it is for the person responsible 
for the company function in charge of disciplinary proceedings to 
assess the request and whether the condition of absolute 
indispensability of knowing the reporting person’s name for defence 
purposes is met. If deemed well-founded, the function manager 
must submit a reasoned request to the designated function 
(Confidential Counsellor), containing a clear and precise statement 
of the reasons why knowledge of the identity of the reporting 
person is indispensable. 

Disciplinary sanctions will be proportionate to the extent and severity of 
the unlawful behaviours ascertained and may also lead to termination of 
the relationship, in compliance with legal provisions and applicable 
collective bargaining agreement (CCNL) rules. 

The person responsible for disciplinary proceedings is subject to the same 
duties of conduct aimed at preserving the confidentiality of the reporting 
person. 

In any case, the processing of personal data of persons involved and/or 
mentioned in Reports made under this Policy will take place, where 
compatible, in accordance with applicable law and company procedures 
on personal data protection. 

DGM Consulting – Società Benefit does not allow nor tolerate, against the 
reporting person, acts of retaliation or discrimination, direct or indirect, 
having effects on working conditions for reasons connected, directly or 
indirectly, to the Report. Retaliatory and/or discriminatory measures 
include all unjustified disciplinary actions and any other form of 
retaliation that results in a downgrade of working conditions. 

Violation of the confidentiality obligation or the commission of retaliatory 
or discriminatory acts against the reporting person is a source of 
disciplinary liability, without prejudice to any other form of liability 
provided by law. 

Any form of retaliation or discrimination having effects on the working 
conditions of those who cooperate in the activities aimed at verifying the 
substantiation of the Report is also prohibited. 
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Any person who believes they have suffered discrimination for having 
made a Report must inform, in a detailed manner, the designated person, 
who, if the outcome is positive, reports the alleged discrimination to the 
competent structures, functions or bodies. 
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7. Retention and Monitoring 
To ensure proper management and traceability of the activities 
conducted, the Officer ensures retention of whistleblowing reports and all 
related supporting documentation for a period of five years from receipt. 

The Whistleblowing Officer will prepare periodic reports for the owners 
containing an aggregated analysis of the number and type of reports 
received, without ever disclosing the reporting person’s personal 
information. 


