PECOY
NN\ COPPER

WHISTLEBLOWING POLICY
. PURPOSE

The purpose of this whistleblowing policy (the “Policy”) is to safeguard the integrity of Pecoy
Copper Corp. (“Pecoy” or the “Company”) financial reporting and its business dealings and
to support adherence to the Code of Business Conduct and Ethics (the “Code”).

Itis in the interest of all stakeholders of the Company that concerns regarding the Company’s
financial reporting and adherence to the Code be reported so that they can be appropriately
addressed.

In furtherance of the foregoing, this Policy:

e provides a procedure for reporting concerns (including on an anonymous basis);
e provides protection to those individuals reporting concerns; and

e establishes a process for investigating reported concerns.

. INCIDENT REPORTING

A. Employees, managers, executive officers and directors of Pecoy, as well as the
employees, managers, executive officers and directors of Pecoy’s subsidiaries (together
the “Pecoy Personnel” or “personnel”), have an obligation to immediately report any
situation of known or suspected acts of misconduct or other violations of the Code (any
such event being referred to as an “Incident”). As Pecoy’s agents, representatives and
advisors are expected to follow the Code, they also expected to report any Incidents in
accordance with the terms of this Policy.

Incidents to be reported include, but are not limited to, the following:

a. Financial Reporting: concerns regarding the integrity of the Company’s financial
statements, financial reporting, financial controls, auditing process or financial
accounting. Examples include misrepresentation or suppression of financial
information, non-adherence to internal financial reporting policy/controls,
accounting or auditing irregularities, and auditor independence concerns;

b. Fraudulent Activity: concerns regarding any fraud, theft or other deceptive conduct,
including falsification of the Company records or theft of the Company’s or third-
party property;

c. Breaches: concerns regarding any breach or suspected breach of the Code, this

policy or any other of the Company’s policy, or breach of any laws or regulations,
including unauthorized disclosure of confidential information, workplace violence or
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threats, conflicts of interest, breach of securities laws, criminal conduct, kickbacks,
bribes, sexual harassment or substance abuse; and

d. Retaliation: concerns regarding discrimination, harassment and/or retaliation
against any employee, officer or director who, legitimately and in good faith, reports
an Incident or provides information or otherwise assists in an investigation or
proceeding regarding an Incident.

B. Pecoy Personnel who believe that their concerns regarding an Incident have not been
satisfactorily addressed by their immediate supervisor (or higher-ranking persons), or
who consider that the seriousness or sensitivity of the matter makes it inappropriate to
follow the normal reporting hierarchy, should file a complaint with the Chief Financial
Officer (the “CFO” or “Whistleblowing Officer”). Complaints may be filed anonymously.

Telephone: 1(888) 285-0283 (Canada & USA)
+1 438 231-1808 (Peru)
E-mail: adutil@pecoycopper.com

Incidents, including those involving the CFO, can also be reported anonymously through a
confidential reporting system (the “Ethics Line”) by sending an e-mail to:
ethics@pecoycopper.com. Only the Chair of the Board and the Chair of the Audit Committee
have access to the emails received at such email address.

All Incidents reported to the Whistleblowing Officer, whether or not they are anonymous, are
forwarded directly to the Audit Committee Chair unless such Incident report names the
Whistleblowing Officer or the Chair of the Audit Committee in which case the Incident Report
shall be forwarded directly to the Chair of the Board.

. CONTENT OF INCIDENTS

To assistin the prompt and effective review of an Incident, reports should be factual and made
in good faith. While an Incident may be submitted with limited information, providing as much
detail as possible will help facilitate the assessment of the nature, extent, and urgency of the
matter.
To the extent possible, the Incident should include:

e adescription of the alleged event, matter, or issue;

e the name(s) or role(s) of any person(s) involved;

e if the Incident involves specific event(s), the approximate date(s) and location(s); and

e any additional information, documentation, or witnesses that may assist in the review.

A lack of complete information will not prevent Pecoy from reviewing an Incident submitted
in good faith.
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RETALIATION AND RETRIBUTION PROHIBITED

Pecoy does not tolerate acts of retaliation or retribution, including demotion, discharge,
discipline, discrimination, harassment, suspension or threats, against any Pecoy Personnel or
other persons who make a good faith report of an Incident. Pecoy will ensure protection from
any form of retribution or retaliation made against any Pecoy Personnel or other persons as a
result of any such good faith report. Personnel found to have retaliated, or sought retribution,
against a person having made a good faith report of an Incident, even if such report is
ultimately mistaken, will face disciplinary action, which may include termination.

V.

A.

VI.

INVESTIGATION PROCEDURES

Our Chairman of the Audit Committee and/or the CFO shall evaluate each Incident and
may, in consultation with our Audit Committee, conduct an investigation based upon an
Incident. Our Audit Committee may, in its discretion, appoint a person other than the
Chairman of the Audit Committee or CFO to initiate and direct an investigation, including
an outside attorney or consultant. The Audit Committee may, at any time, request a
briefing regarding any investigation of an Incident and any findings regarding an Incident.

The investigation generally will include, but will not be limited to, discussions with the
complainant (unless the Incident was submitted on an anonymous basis), the party
against whom allegations have been made, and witnesses, as appropriate, together with
an examination of all relevant and appropriate documentation concerning the Incident.

Itis the obligation of all Pecoy Personnelto cooperate in any investigation of an Incident.
Cooperation in any investigation of an Incident will also be expected of Pecoy’s agents,
representatives and advisors.

Any person to whom an Incident is reported, or that receives reports of an investigation
of an Incident, or that is otherwise involved with or becomes aware of any aspect of an
Incident, will use all reasonable efforts to maintain the confidentiality of the allegations
of the Incident and the identity of the persons involved, subject to the need to conduct a
full and impartial investigation, remedy any violations of the Company’s policies, or
monitor compliance with or administer the Company’s policies. Disciplinary action may
be taken as appropriate in the circumstances where there is a breach of this obligation
of confidentiality.

CORRECTIVE AND DISCIPLINARY ACTION

The Audit Committee shall determine the appropriate steps to undertake to determine
what, if any, corrective and disciplinary actions will be taken in respect of any Incident.
This may include input from the Board, its committees or their respective chairs, the
Chief Executive Officer or the Chief Financial Officer.

Corrective and disciplinary actions, if appropriate, may include, alone or in combination,
a warning or letter of reprimand, demotion, loss of merit increase, bonus or stock
options, suspension without pay, or termination of employment or other contractual
relationship. In the event that an investigation establishes that Pecoy Personnel have
engaged in conduct or actions constituting discrimination, harassment and/or
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retaliation in violation of this Policy, the Company will take immediate and appropriate
corrective action up to and including termination of an employee’s employment.

C. In addition to any disciplinary or corrective action taken by the Company, violations of
some of this Policy may require restitution or may lead to civil or criminal action against
individual employees, officers and directors and any company involved. Conduct
contrary to some of this Policy may be in violation of federal, provincial or other law and
may be the basis for legal action against the offending employee, officer or director by
the Company and/or others.

D. In the event that the investigation reveals that an Incident was frivolously reported or
reported for improper motives or made in bad faith, disciplinary action may be taken as
appropriate in the circumstances.

E. The Company shall retain as a part of the records of the Company any reported
Incidents, any resulting investigation and any corrective or disciplinary action for a
period of no less than seven years.

VII. REVIEW
The Audit Committee will, from time to time, review and assess the adequacy of this Policy and
recommend any proposed changes for consideration. The Board may amend this Policy, as

required.

This Policy was approved by the Board of Directors on March 24, 2026.



