
 

WHISTLE BLOWING POLICY 

Any Adult or young person involved with the CLUB/COMMUNITY TRUST who has concerns 
about a child or colleague can “whistle blow” by: 

Calling one of the Designated Safety Officers on either 01582 411 622 or 01582 561 622 

Or: 

in writing to either the Safeguarding Senior Manager, Luton Town FC, Kenilworth Stadium, 1 
Maple Road, Luton, LU4 8AW or to the Head of Safeguarding, Luton Town FC Community 
Trust, Kenilworth Stadium, 1 Maple Road, Luton, Beds, LU4 8AW 

Or: 

by contacting Local Authority Designated Officer, Paul James, Luton Borough Council Tel: 
01582 548069 or 07468 620714 lado@luton.gcsx.gov.uk 

Or: 

alternatively by going direct to the Police or Children’s Services. 

The CLUB/COMMUNITY TRUST’s full Whistle Blowing policy is available as a separate 
document. 
 
We seek to conduct our business honestly and with integrity at all times and accordingly we 
promote a culture of openness and accountability. However, we acknowledge that all 
businesses face the risk of things going wrong from time to time, or that concealed 
malpractice, illegal or unethical conduct may be taking place. Any suspected wrongdoing 
should be reported as soon as possible. 
This policy applies to employees, officers, agency workers, casual workers, volunteers, 
consultants and self-employed contractors. 
We will review the policy from time to time to ensure that it continues to reflect our legal 
obligations and the CLUB/COMMUNITY TRUST’S organisational and business needs. 
Responsibilities: 
Everyone has a role to play in ensuring the success of this policy. This policy should be 
followed to report any suspected danger or wrongdoing as soon as possible. All managers 
must set an appropriate standard and must proactively promote awareness of this policy 
and ensure that concerns are taken seriously. 
What Is Whistle Blowing? 
Whistleblowing describes the act of reporting or disclosing information which relates to 
suspected wrongdoing or dangers at the workplace. This may include: 



(a) Criminal activity, including bribery or fraud; (b) Safeguarding of children and adults at risk 
(c) Failure to comply with any legal obligation; (d) Failure to comply with any professional 
obligation or regulatory requirement; (e) Miscarriages of justice; (f) Danger to health and 
safety; (g) Damage to the environment; (h) Breach of our internal policies and procedures; 
(i) Conduct likely to cause damage to our reputation or financial wellbeing; (j) Unauthorised 
disclosure of financial information; (k) Serious negligence; (l) The deliberate concealment of 
any of the above matters. 
If you have a genuine concern about any of the above you should report it under this policy 
as a whistleblowing concern, it will then be investigated. It is not necessary for you to have 
gathered evidence or proof, provided you have a genuine concern this should be reported. 
Reporting Whistleblowing Concerns 
In the first instance, you are encouraged to report concerns to your Manager. If you do not 
wish to speak to your Manager, you can instead speak to an alternative Manager or, in the 
case of Safeguarding issues to a DSO. 
Once you have reported a whistleblowing concern we will arrange a meeting as soon as 
possible to discuss it with you. You may bring a colleague or trade union representative to 
any meeting held under this policy. Your companion must maintain the confidentiality of the 
whistleblowing concern and any subsequent investigation. 
You may provide a written statement detailing the whistleblowing concern. We will make 
notes during the meeting and produce a written summary of the whistleblowing concern to 
provide to you after the meeting. We will also aim to give you an indication of how we 
propose to deal with the matter.  
Confidentiality 
We do not encourage anonymous reporting of whistleblowing concerns and would urge you 
to raise your whistleblowing concern openly under this policy, as anonymous reports are 
often difficult to investigate. 
You may decide to request confidentiality when raising your whistleblowing concern. If this 
is the case then we will make every effort to keep your identity secret and will discuss with 
you in advance where we feel that it is necessary to reveal your identity to those involved in 
investigating your concern.  
Investigation Process and Outcomes 
After the initial meeting with you has taken place we will determine the scope of the 
investigation that is appropriate to investigate the whistleblowing concern. You may be 
required to attend additional meetings or provide further information. 
We will appoint a suitable investigator, this maybe someone with relevant experience or 
knowledge and understanding of the subject matter of the concern. 
We will endeavour to keep you informed of the progress of the investigation, you must treat 
any information about the investigation as confidential. In some cases the need for 
confidentiality will prevent us from giving you specific details of the investigation, outcome 
or any action take as a result of your whistleblowing concern. External Disclosures 
We encourage you to use this policy whenever you have a whistleblowing concern, we have 
an internal mechanism for reporting, investigating and remedying any wrongdoing or 
dangers in the workplace. In most cases it should not be necessary to disclose your concerns 
externally. 
We recognise that in some circumstances it may be appropriate for you to report concerns 
to an external body, such as a regulator. It will very rarely be appropriate to alert the media. 
You are strongly encouraged to seek advice before reporting a concern to anyone external. 



Public Concern at Work is an independent whistleblowing charity, which offers a 
confidential helpline and maintains a list of prescribed regulators for reporting certain types 
of concern. See www.pcaw.co.uk.  
Protection and Support 
We actively promote a culture of openness and will support those who raise genuine 
whistleblowing concerns under this policy, even if they turn out to be mistaken. This does 
not apply to those who make false allegations maliciously or with a view to personal gain, in 
this situation disciplinary action may be taken under the Disciplinary Policy against the 
person who made the false report. 
Whistleblowers will not suffer any detrimental treatment as a result of raising a genuine 
whistleblowing concern. If you consider that you are being subjected to detrimental 
treatment you should inform a more senior manager. If the matter is not remedied you 
should raise it formally under the Grievance Policy. 
We do not tolerate retaliation against those who raise genuine whistleblowing concerns. 
Any individual who threatens or retaliates against a whistleblower in any way will be subject 
to disciplinary action under the Disciplinary Policy. 
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