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Whistle Blowing Policy  
 
Whistle Blowing is where an employee raises concerns about underhand or illegal practices within 
the organisation. Leeds Rugby Foundation’s policy is to operate within the country’s laws and all 
employees are expected to co-operate in this by adhering to the laws, policies, and procedures. 
 
The Company is committed to maintaining an open culture where employees can report any 
legitimate concerns in confidence. Employees are encouraged to disclose any malpractice in the 
workplace and the Company offers protection to any employee who honestly and reasonably 
believes that underhand or illegal practices are taking place and the Company undertakes to 
protect the employee from any personal claims and from any victimisation, harassment or bullying 
arising from their disclosure. (See the Public Interest Disclosure Act 1998 which gives workers who 
make certain disclosures protection against victimisation or dismissal). Any reprisal or similar 
action taken against a discloser may be regarded as gross misconduct and may result in disciplinary 
action being taken. Any deliberate, false, or malicious allegations will be taken seriously and may 
also be regarded as gross misconduct and may result in disciplinary action being taken. It is 
particularly important that an employee discloses matters concerning the health, safety, and 
welfare of those on our premises immediately to their Line Manage, Health and Safety 
Representative or the HR Department before making any other report so that immediate action 
can be taken to deal with the hazard. Failure to notify the Company when reasonably aware or 
certain of an occurrence may also be regarded as gross misconduct and may result in disciplinary 
action being taken.  
 
Leeds Rugby Foundation would expect all employees to report:  
 

1. A criminal offence  
2. A failure to comply with a legal obligation.  
3. A miscarriage of justice  
4. The endangering of an individual’s health and safety  
5. Damage to the environment  
6. Deliberate concealment of information relating to any of the above  

 
In the event an employee has reason to believe that underhand or illegal practices are taking 
place, the employee is encouraged to make his or her disclosure immediately to either their Line 
Manager who should report this to Human Resources, or the employee can report it to Human 
Resources directly. The Line Manager or Human Resources may ask the employee to put their 
concerns in writing if this is considered appropriate and meet with them to discuss the concerns 
fully and try find a solution. When disclosing any concerns, the employee will not be expected to 
have absolute proof of malpractice but will need to be able to show reasons for their concern. The 
alleged offence will then be investigated by Human Resources and any other employees as 
appropriate. Where requested the Company will keep the identity of the discloser confidential as 
far as possible, however, in certain circumstances the employee may be required as a witness. If 
this happens Human Resources will inform the employee at the earliest opportunity. If the alleged 
offence is substantiated, appropriate action will be taken. The discloser will be informed of the 
outcome where reasonably practicable. If the discloser is unhappy about the outcome of an 



investigation, they should make a further report to Human Resources and if there is good reason 
to do so the concern will be investigated again. If an employee has a concern and is unsure 
whether this is the 74  

 
procedure for raising it or is unhappy about the final outcome of an investigation, they can contact 

the independent charity, Public Concern at Work, for advice. 


