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1 Overview  

Policy owner The Remuneration and Human Resources Committee (HR Committee) is responsible 

for reviewing this policy and recommending any changes for approval.  

All Business Leaders and the HR Advisory Team are responsible for implementing and 

monitoring compliance with this Code of Conduct. 

Breach reporting Please report concerns about possible or actual breaches of this policy to your HR 

Business Partner or the Group Executive, People & Workplace.  

Application This Code of Conduct applies to Aware Super Pty Ltd (Trustee), being the Trustee of 

Aware Super (Fund), and each of its wholly owned operating companies. 

References to ‘Aware Super’ throughout this document refer to each of these compa-

nies collectively unless the context necessitates otherwise. 

All employees and contractors of Aware Super are required to comply with this Code 

of Conduct. 

Review This Code of Conduct is subject to review by the HR Committee for continuing suita-

bility in accordance with section 7.1 below. A full revision history of this document is 

contained in section 7.2. 

Date of last review February 2022 

Date of next review February 2023 

Approvals This Code of Conduct was last approved by the HR Committee in November 2021. 

Version 1.0 

Classification Internal use only 
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1. Introduction  

From Chair of the Board 

The Aware Super Board strongly endorse our Code of 

Conduct and I believe that it is truly designed with 

our members at its heart. It ensures that all of our 

employees and contractors are clear about the be-

haviours and attitudes that are needed to put our 

members first. 

Message from Deanne Stewart 

I’m so proud of our culture, values and purpose. They set 

us apart and act as guardrails for our behaviours and ac-

tions that we take – and ensure our members are at the 

heart of everything we do. 

The Code of Conduct is the foundation of these guard-

rails by being clear about the expectations of our peo-

ple. It is built on our purpose and values – and how we 

support our people to promote a culture that fosters 

transparency, integrity, collaboration and psychological 

safety. 

1.1 Purpose 

The Aware Super Code (Code) confirms our commitment to responsible and ethical behaviour and sets out the ex-

pectations of the group executives and all employees and contractors.  

The Code details the standards we expect of all employees and contractors in how we go about our daily roles and 

deliver on our future vision. In creating a framework for how we work, the Code is a reminder of both what we say 

and how we behave with each other, our members and stakeholders so that we can be true to our guiding philoso-

phy of being Members First. 

The Code is a set of standards that must be followed by everyone to ensure professionalism in the way we work. 

The Code: 

• Provides context on how we should treat and expect to be treated by employees, members and stakeholders; 

• Brings to life the way we manage ethical decision-making and resolve challenges as they arise; 

• Encourages us to speak up when we believe something isn’t working well; 

• Guides us as we make decisions at work through the Should we? test; and 

• Brings together a set of tools to help all of us navigate the way we work. 

If you have any queries or concerns regarding anything mentioned in the Code or in any of the policies or guide-

lines mentioned in this Code, please contact a member of the Human Resources team. 

This Code is aligned to the Board of Directors’ Code of Conduct. 

1.2 Roles and responsibilities 

The Code applies to all Aware employees and contractors. It is everyone’s responsibility to uphold the values, pur-

pose and policies of Aware Super – to act honestly, transparently and responsibly while performing their duties.  

 

The following table identifies and outlines each position/group within Aware Super and their roles and responsibili-

ties:  
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Responsible party Description of role & responsibility  

Remuneration and Human Re-

sources Committee 

Responsible for approving changes to this Code. 

Human Resources (HR) Opera-

tions Team 

Responsible for reviewing and recommending any required changes to this 

Code for approval. 

HR Advisory Team and Busi-

ness Leaders 

Responsible for implementing and monitoring compliance with this Code. 

HR Advisory Team and Head 

of HR 

Responsible for monitoring and analysing systemic conduct issues and receiv-

ing reports about concerns of possible breaches of this Code. 

Chief Executive Officer (CEO) Responsible for governance, control and providing direction in accordance with 

this Code. 

Group Executives  Responsible for implementing and monitoring compliance with this Code. 

All employees and contractors 

of Aware Super 

Responsible for understanding and meeting the obligations imposed by this 

Code. 

1.3 What we expect from all Leaders  

Our Leaders play an important and crucial role in driving the right cultural change and behaviour shift. In the pre-

vention of any breaches of this Code and in ensuring our team members understand and adhere to the Code, we 

expect all Leaders to:  

• Ensure that all staff reporting to them are aware of and understand the Code and all related policies; 

• Ensure that the Code and all related policies and procedures are implemented; 

• Set team and individual expectations, and explain to their team how those expectations align with our purpose, 

values, and the Code; 

• Take responsibility and accountability for the actions of their team members. Influence the team to do the same 

and drive accountability within the team; 

• Embed a Know, Think, Feel, Do approach to the Code and the way we work, including how we approach risk 

management; 

• Foster a culture where our Code and our ‘Should We?’ test are second nature in our decision making and the 

way we do business;  

• Build a culture in the team wherein constructive feedback is accepted positively and looked upon as an area of 

improvement to achieve the goals; 

• Create a psychologically safe environment where our team are empowered to Speak Up! when things don’t feel 

quite right, and ensure these are addressed, and - where appropriate – escalated appropriately; 

• Provide assistance and training to team members and guide them to achieve the expectations of our Code; 

• Act promptly and appropriately if they observe any breaches of the Code. If they are unable to take any action 

or if they require any further advice or assistance, they should contact their HR Business Partner; 
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• Ensure that all team members are aware of the consequences of breaching the Code and their obligations to 

report any breaches of the Code; 

• Highlight and raise broader risk impacts such as potential operational, reputational or people risk as a result of 

breaches to the code and consult with their Risk Partner; 

• Know and meet any regulatory accountabilities required; 

• Build strong relationships and two-way dialogue between our teams and Risk and Compliance; and 

• Role model strong risk management behaviours: 

o Be aligned with Aware Super’s purpose and values; 

o Be accountable for understanding risk, obligations and controls; 

o Consider risk as part of every decision and action; 

o Communicate openly and honestly; 

o Report issues and incidents in a timely manner; 

o Reflect, learn from mistakes and conduct root cause analysis; and 

o Constructively challenge questions to obtain more clarity and reveal any gaps. 

1.4 What we expect from our employees 

Expectations from employees and commitment from Aware Super 

Your role 

• Understand and comply with the Code 

• Know what it means for how we each interact and en-

gage – both in our working environment, and profes-

sional relationships 

• Understand our Values, live them and use them as 

guardrails to inform your decision making and perfor-

mance of your role 

• When making decisions, apply our ‘Should We?’ test  

• Commit to Speak Up! if we have concerns, or feel some-

thing isn’t quite right – it is safe to do so and we expect 

this of our people   

• Respect and treat colleagues fairly and equitably   

• For those of us who set the direction or lead the work of 

others, we need to understand our ‘What we expect of 

our Leaders’ section in the Code (see section 1.3). 

Commitment as a fund  

• Offer guidance to navigate challenging situa-

tions at work 

• Provide a safe harbour when we speak up  

• Recognise that losing sight of our Code can have 

serious consequences for us, our people and 

their employment, our reputation, members, and 

communities 

• Commit to regular dialogue on the Code, poten-

tial breaches and hold each other to account  

• Follow our Code to ensure we achieve great out-

comes 

• Provide consistency in the way we interact with 

our members and with each other throughout 

the organisation 

 

1.5 Legislation and regulation 

Alongside the Code stands a number of important pieces of Commonwealth and State legislation that affect us and 

our responsibilities as employees and contractors. Following is a non-exhaustive list of some of the legislation and 

regulations: 
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a) Work Health and Safety Act 2011 (NSW), Work Health and Safety Act 2011 (ACT), Occupational Health  

and Safety Act 2004 (Vic), Occupational Safety and Health Act 1984 (WA) and Work Health and Safety Act 2011 

(QLD), as applicable  

b) Privacy Act 1988 (Cth), Health Records and Information Privacy Act 2002 (NSW), Health Records Act 2001  

(Vic), Health Records (Privacy and Access) Act 1997 (ACT) 

c) Superannuation Industry (Supervision) Act 1993 (Cth) 

d) Trustee Act 1925 (NSW) 

e) Corporations Act 2001 (Cth) 

f) State and Federal anti-discrimination laws 

This Code does not stand alone. All employees and contractors to whom the Code applies are expected to be famil-

iar and comply with all applicable legislation and regulation impacting their roles and responsibilities at Aware Su-

per. 

2 Our Purpose, Values and Vision 

We are clear on our purpose to be a force for good in super and retirement, shaping the best outcomes for our 

members, their families and communities, and our industry. Our vision is clear – to be the most trusted choice for 

super retirement and advice.  

Our commitment is towards: 

• Members first; 

• Delivering honourably; 

• Caring deeply; and  

• Leading bravely. 

As a values driven organisation, Members First, Delivering Honourably, Caring Deeply and Leading Bravely are the 

way we work in guiding everything we say, do and decide, and ultimately, how we connect and collaborate with 

each other. They align and bond us together, and by staying focused and living our Values, each day we move 

closer toward our purpose and vision. 

To realise our success and truly live our Values, this Code sets the scene for the role of our workplace and outlines 

how we can expect consistent behaviour, Speak Up! and allow all of us to test our decisions making by answering 

the Should We? Test.  

Our Purpose, Values and Mission 
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3 The behaviours that bring our values to life 

 

3.1 Behaviours 

We have a range of policies and procedures which are intended to help us understand what we can expect from 

each other and create a framework as to what is expected of us overall (see section 5). It is your responsibility to 

regularly review and adhere to our policies and procedures, including any updates that are made from time to time. 

However, we are aware that these policies can’t possibly cover every decision we make in our daily working day, or 

career with Aware Super. Consequently, it is important that all employees and contractors comply with a range of 

behavioural standards to ensure that we exhibit the highest ethical practices and show our clients and members 

that they should have full confidence in our integrity.  

In addition to the behaviours mentioned above, we also need to display the following behaviours for each of our 

Values: 

DELIVER honourably  

• Perform your duties conscientiously, impartially, and with professionalism, objectivity and integrity; 

• Act fairly and honestly in all official dealings with the public, clients and members; 

• Act in the best interests of fund members and Aware Super, and keep the Board, or Board Committee (as appli-

cable), up to date of all matters relevant to your areas; 

• Not engage in conduct that: 

o is unconscionable, misleading or deceptive; 

o is likely to mislead or deceive;  

o involves making false or misleading representations;  

o is not consistent with Aware Super’s policies or your contract of employment; or 

o is contrary to law. 
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CARE deeply 

• Value and encourage diversity and inclusion amongst all employees and contractors; 

• So far as is reasonably practicable, ensure that the workplace psychologically and physically safe, healthy and 

free from discrimination, bullying and harassment and other unacceptable conduct;  

• Treat other employees, contractors and third-party employees fairly, equitably and with respect and sensitivity 

to their rights and privacy, providing appropriate examples, guidance and assistance; and 

• Treat clients and members with respect and with sensitivity to their rights and privacy, providing appropriate 

assistance and guidance where necessary, within the scope of licensed activities;  

LEAD bravely 

• Maintain and develop your knowledge of Aware Super, its purpose and strategic plans as appropriate; 

• Maintain and develop knowledge of your professional field and the superannuation industry; 

• Only use Aware Super’s assets validly, appropriately, in the Members’ best interest and for the purposes permit-

ted by applicable superannuation legislation or the Fund’s Trust Deed and Rules, and under no circumstances 

for private purposes; 

• Comply with any requirements and guidelines that are made available to you or apply to your position, includ-

ing any legislative, industrial or administrative requirements relative to your position and any official guidelines 

concerning the performance of your duties; 

• Lead by example and encourage fellow employees, contractors and third-party employees to exercise similar 

qualities of personal and professional behaviour to those outlined above; and 

• Ensure that employees, contractors, third-party employees and resources are managed in a way that will, to the 

greatest extent possible, avoid the opportunity for unethical behaviour by others. 

3.2 Making decisions: Should we? test 

While the above-mentioned behaviours are expected of all employees and contractors, we understand that it is not 

always clear how these behaviours should be applied in complex and real world situations. Given this, we can all 

continually apply good judgement to each decision we make in our daily roles, to ensure we always do the right 

thing for: 

• Our members, stakeholders and communities; and 

• Each other as colleagues. 

When faced with a decision, we are encouraged to do more than simply ask, ‘Can we?’ – we should also ask: ‘Should 

we?’. We call this a ‘Should we?’ test. It is a simple list of questions, which, when followed correctly, can help us 

make correct and informed decisions. 

Asking ‘Should We?’ is a simple framework to check that we make the right decisions and do right by them. It is 

easy to make this part of how we operate every day so that we can realise our purpose to be a force for good and 

live our Values. Quite simply, exercising good judgement is what our colleagues, members and community expect 

of us.  
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When deciding ‘should we?’ you must note the following:  

• You have a responsibility to ensure fairness in decision-making, considering the position of both members and 

Aware Super, where relevant; 

• You are to avoid acting in a way that is or could be seen to be unreasonable or construed as unlawful discrimi-

nation; 

• You should take all reasonable steps to ensure that the information upon which you base your decisions or ac-

tions is factually correct; 

• Care is to be taken that decisions are not made on irrelevant or improper grounds; and 

• You should avoid unnecessary delay in making decisions or taking action. 

3.3 Something not right? How to ‘Speak up’ 

We know our people want to do the right thing, yet sometimes the right answer isn’t obvious.  

In our work, we might see or notice something that doesn’t feel right.  We may be facing a new situation that no 

one has had to resolve before.  

Challenging a situation, taking ownership, and following through are fundamental to ensuring that we realise our 

purpose and is central to living our Values. This is what we refer to as Speak Up!, a way to ensure we all feel com-

fortable raising concerns or issues we feel don’t align to our Code.  

Aware Super provides a safe environment and encourages employees that it is safe to Speak Up! There are multiple 

channels to help employees raise concerns. We have a number of simple ways to Speak Up!, by: 
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• Contacting your leader, another leader in the Fund and / or a Group Executive; 

• Raising personal work-related grievance, including concerns relating to recruitment and selection processes, 

fairness and equity in HR processes, inappropriate workplace behaviour or conduct with your HR Business Part-

ner or Head of HR Advisory and Operations; 

• Reporting any incidents of poor, unacceptable and harmful workplace behaviour via the WHS Form in ERIC, in-

cluding any behaviour that can impact an employee’s health and safety at work including bullying, harassment, 

victimisation, sexual harassment, and discrimination; 

• Approaching a member of our Risk & Compliance team or the CEO directly; or  

• Following the process set out in our Grievance & Complaints Policy and Complaints Management Policy, both of 

which are available on Pulse.  

• Another element of how we Speak up! is our Whistleblower Policy which is accessible via Pulse (refer to the sec-

tion below)). This policy outlines: 

o The types of conduct that are able to be reported under the Whistleblower Policy; 

o The procedure for reporting and investigating whistleblowing reports; and 

o It also provides further information on how our Fund supports individuals who may have concerns around 

their role to Speak Up! and raise issues.  

 

If you see or face a situation that does not seem to be right  

or does not align with our Code, Speak Up!  

It is always better to be safe than sorry and if you Speak Up!,  

Assistance is just around the corner. 

4 Complaints, Grievances and Whistleblowing 

If employees have any concerns, they can use the complaints, grievance and whistleblowing services to Speak Up! 

Employees are encouraged to use the grievances process for any personal work-related issues and report it to their 

Leader. Examples may include, but are not limited to conflict, perceived unfair treatment, improper conduct, pay or 

entitlements, disagreements, etc. 

The whistleblower service can be used when there is a concern which relates to some wrongdoing in the workplace. 

Examples may include, but are not limited to corrupt conduct, fraud, negligence, misconduct, a breach of trust or a 

breach of duty, any concerns about activities which are inconsistent with this Code of Conduct or could be damag-

ing to one another, our Members or Aware Super. 

Employees raising concerns via internal channels or the whistleblowing service will be protected under the relevant 

legislations and this Code. Please refer to the Whistleblowing Policy for further information. 

Depending on the seriousness of the issue, we can try to resolve the grievances and complaints by talking to the 

concerned individual(s), escalating to the immediate manager, escalating to the next level manager or by escalating 

to HR.  

It is important to know that we have a zero-tolerance policy for any behaviour that impacts the mental health and 

safety of our people including bullying and harassment of any nature which is set out further in our Workplace Be-

haviours Policy. These incidents can be reported to your Leader, to your HR Advisor or HR Business Partner or via 

the WHS Incident Form in ERIC. It is advisable to report them via ERIC as our Senior WHS & Injury Management Ad-

visor receives these reports and will provide independent assistance to ensure the health, safety and wellbeing of all 

the parties to the incident throughout any formal grievance investigation process. 
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If you see or face a situation that does not seem to be right or does not align with our Code or our policies, you 

must Speak Up! Assistance is just around the corner. 

5 Our policies: Frameworks to guide us 

We maintain a number of policies and procedures that relate to your employment. These policies may relate to 

Human Resources, Risk & Compliance and may also include general policies that provide guidance on the minimum 

standards of behaviours that are expected during the course of performing your role.  

As we work in an industry that is constantly evolving, these policies and procedures are periodically reviewed by 

Aware Super and may be updated from time to time, at Aware Super’s absolute discretion, including to take into 

account of changed circumstances, legislative changes, or new situations.  

It is your responsibility to regularly review and adhere to our policies and procedures, including any updates that are 

made from time to time. While we have provided a non-exhaustive list of our policies in the table below, all polices 

can be found on Pulse and/or by asking your leader or Human Resources. HR policies can be accessed by clicking 

here. It is an expectation that all mandatory learning assigned to employees and contractors is completed by the 

stated due date. 

While you must comply with these policies and procedures, they do not form part of the terms of your employment 

contract or contract of engagement.  

 

 Non-exhaustive list of Aware Super’s policies    

Our Values DELIVER honourably CARE deeply LEAD bravely 

Our policies 

documents 
• Investment policy statement 

(AFSL/Trustees) 

• Acceptable IT policy 

• Data Management policy 

• Data Retention policy 

• Information Classification & Handling 

policy 

• Fit and Proper policy 

• Provision of Goods and Services to 

Employers 

• Outsourcing policy 

• AML/CTF Program Part A & B policy 

• Conflict of Interest policy 

• Fraud policy 

• Insider Trading policy 

• Operational Risk Financial policy 

• Valuation policy 

• Privacy policy 

• Work Health and Safety 

policies  

• Complaints Management 

policy 

• Responsible Investment: 

Environment, Social and 

Corporate Governance 

(AFSL/Trustees) 

• Lost Members and Un-

claimed Money policy 

• Whistleblowing policy 

• Drug & Alcohol policy 

• Grievance & Complaints 

policy 

• Remuneration policy 

• Surveillance policy 

• Enterprise Agreement  

• Social Media guidelines 

• Training policy – for 

responsible persons 

• Disciplinary policy 

• Diversity & Inclusion 

policy 

• Workplace Behav-

iour policy 

• Advice Monitoring 

& Supervision guide 

• Risk Management 

framework 

• Strategy and Com-

pliance framework 

• Consequence Man-

agement framework 

• Flexible Working 

policy 

• Incident and Breach 

policy 

https://firststatesuper.sharepoint.com/sites/pulse/Me/HRandMe/Pages/default.aspx
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• Proper Instruction policy 

• Insurance Reserve policy 

• Corporate Credit Card Policy 

• Recruitment and Selection policy 

• Due Diligence Policy 

• Travel and Business Ex-

pense policy 

• Health and Fitness Reim-

bursement policy 

• Leave policy 

• Purchase Additional Leave 

policy 

• Relocation policy 

• Working Alone guidelines 

• Risk Appetite state-

ment 

• Compliance Assur-

ance and Monitoring 

program 

• Control Assurance 

framework 

• Business Resilience 

policy 

• Crisis Management 

plan 

Our ‘should 

we’ test 

When faced with a decision we need to do more than simply ask ‘Can we?’ – we need to ask: 

‘Should we?’ 

5.1 Public Comment 

‘Public comment’ includes speaking engagements (including comments on radio and television), expressing views 

in letters to the press or in books or notices, or via electronic means, where it is reasonably foreseeable that publi-

cation or circulation of the comment will enter the public domain.  

You need to remain alert to the risk that comments made via electronic means (email, social media), even if in-

tended to be private in nature, have the potential to become public. Therefore, you are expected to use caution and 

discretion in relation to matters relating to Aware Super, its Employees, Contractors, Directors, fund members or the 

fund. You are also required to adhere to the principles outlined within our Social Media Guidelines which are availa-

ble on Pulse.  

The Chair, CEO and Group Executives (or appropriate delegate) and Head of External Affairs are the only persons 

authorised to provide comment on behalf of Aware Super to the media on matters relating to the trustee or the 

fund. Authority may be delegated to a relevant person by any of these persons, but comment can only be made 

once this delegation has been made. 

If you are invited to participate in an industry or public forum in your capacity as an Employee or Contractor repre-

senting Aware Super, where matters relating to superannuation or other matters relevant to our business are to be 

discussed, the approval of the Chair, CEO, Group Executive or Head of External Affairs (or appropriate delegate) 

must first be obtained prior to accepting such invitations.  

If you wish to participate in any public discussion on matters relating to superannuation or other matters relevant 

to our business in your capacity as a member of the community, or as an official of another organisation, the ap-

proval of the Chair, CEO, Group Executive (or appropriate delegate) or Head of External Affairs should first be ob-

tained prior to participating in such discussion. You should ensure that it is clear that your participation is not as an 

official spokesperson of Aware Super and, if any matters relating to superannuation or other matters relevant to our 

business are discussed, any comments should be limited to positioning us in a positive manner. In any case of ap-

proved public comment or debate, you should only disclose information in relation to the trustee or the fund that is 

publicly available. 

Other information, including confidential or sensitive information about Aware Super, should only be disclosed by 

you if explicitly authorised by the Chair, CEO or Group Executive. 
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6 Breach of the Code of Conduct 

All staff are required to always comply with this Code and any variations. 

A breach of any obligations under the Code may result in remuneration consequences as per the consequence 

management framework or disciplinary action being taken by Aware Super up to and including the termination of 

your employment (or engagement), including as applicable, in accordance with the provisions of your employment 

contract. 

• Any staff member, who in good faith raises a complaint or discloses an alleged breach of the Code, whilst fol-

lowing correct reporting procedures, will not be disadvantaged or prejudiced. All disclosures will be dealt with 

in a timely and confidential manner.  

• If a person makes an unfounded complaint or false accusation in bad faith regarding an alleged breach of the 

Code, that person may be disciplined. This will be treated as serious misconduct and may lead to termination of 

employment/contract. 

7 Review 

7.1 Review timing and process 

This Code is subject to review at any time and where the Trustee becomes aware that: 

• legislative changes or rulings by the Regulator require a review of the Code; 

• the Code is no longer appropriate; or 

• there are reasons to believe that this Code has failed, or may fail, to support the compliance and/or operational 

obligations of the Trustee. 

At a minimum, this Code will be reviewed at least every 12 months. 

7.2 Revision history 

Set out the full revision history of the policy here. 

Version Reason for amendment Date approved Approving Committee/Board 

1 Revision and Review August 2008 Board 

2 Revision and Review May 2011 Board 

3 Revision and Review May 2014 Board 

4 Annual revision June 2015 Remuneration and Human Re-

sources Committee 

5 Annual revision June 2016 Remuneration and Human Re-

sources Committee 

6 Annual revision June 2016 Board 

7 Annual review June 2017 Executive Team 

8 Annual review June 2017 Remuneration and Human Re-

sources Committee 

9 Annual review June 2017 Board 
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10 Annual review June 2018 Remuneration and Human Re-

sources Committee 

11 Annual review – with further amendment to 

be approved. 

June 2018 Board 

12 Review of Board proposed amendment. August 2018 Remuneration and Human Re-

sources Committee 

13 Extend coverage to Directors and Officers. 

Provide consistency in wording pertaining to 

workers.  

Annual Review. Alignment with StatePlus 

Code of Conduct.  

Provisionally 

approved in 

August 2019 

Steve Hill – Group Executive, 

People and Workplace 

14 Update of organisational values – non-mate-

rial changes only. 

January 2020 N/A 

15 Scheduled review.  

Update of wording to align with other poli-

cies. 

Replace use of “worker”. 

July 2020 Board 

16 Aware brand revision – non-material changes 

only. 

September 

2020 

N/A 

17 Revised as per new template. 

Added new sections for policy framework, val-

ues, speak up process, zero tolerance for bul-

lying and harassment, should we test and what 

we expect from managers and leaders. 

Amended and updated all other sections. 

Removed direct reference to Directors as 

there is a separate Code for Directors 

December 2021 Aware Super Board 

18 Amended following Board review February 2022 Aware Super Board 

 


