

Whistleblower Policy Template for Minor Hockey Associations & Leagues
[ASSOCIATION/LEAGUE] Whistleblower Policy
Definitions
The following terms have these meanings in this Policy:
Director – Elected or appointed members of [Association/League] Executive Committee or Board of Directors. 
Employee – An individual who is an employee and has signed an Employment Agreement or a Contractor Agreement with [Association/League].
Executive Committee or Board of Directors – The group of elected or appointed members of [Association/League] who have authority over the oversight and governance of the organization.
Purpose
The purpose of this Policy is to allow Employees (including contractors) and Directors to have a discrete and safe procedure by which they can disclose, in good faith, incidents of wrongdoing in the organization without fear of unfair treatment or reprisal.
Application
This Policy only applies to Employees and Directors who observe or experience incidents of wrongdoing committed by Directors or by other Employees.
If it is felt that the complaint is related to the Hockey Saskatchewan Code of Conduct, and/or the organization’s policies for human resources then these will be dealt with under those applicable policies.
Matters reported under the terms of this Policy may be referred to be heard under the Discipline and Complaints Policy where appropriate.
Wrongdoing
Wrongdoing is an unethical or illegal act which has occurred, is suspected to have occurred, or is anticipated to occur, and includes, without limitation:
1. A serious contravention of a Hockey Saskatchewan or [Association/League] Policy;
2. Acts which are in contravention of relevant local, provincial or federal acts, laws, or regulations;
3. Acts of fraud or financial irregularity;
4. A misuse of funds, assets or resources;
5. Gross mismanagement;
6. An act or omission that creates a substantial or specific danger to the life, health or safety of persons or to the environment;
7. A serious breach of ethics or Hockey Saskatchewan’s Code of Conduct;
8. A direct or indirect action or use of authority to obstruct a person’s right to report an incident of Wrongdoing;
9. A Reprisal;
10. A serious misrepresentation;
11. Directing an individual or Employee to commit a crime, serious breach of a policy of the organization, or other wrongful act
Pledge
[Association/League] shall not to dismiss, penalize, discipline, or retaliate or discriminate against any Employee or Director who submits, in good faith, a report against a Director or Employee or discloses information, in good faith, pursuant to such a report.
RETALIATION AGAINST A WHISTLEBLOWER IS STRICTLY PROHIBITED
Reporting Wrongdoing
An employee or director affiliated with [Association/League] who observes or becomes aware of activities which may pose an immediate threat or harm to any individual may take steps to immediately contact a supervisor as necessary and appropriate.
Any employee or director affiliated with [Association/League] who has reason to believe that reportable unethical or illegal activities are being engaged in by individuals affiliated with [Association/League] relevant to the operation of our business, which occurs in the course of doing business related to our organization and/or which may harm the reputation of our organization can take steps to report these concerns in writing and in confidence internally.
Individuals may submit their written concerns by sending the complaint to at least two members of the Executive Committee or Board of Directors starting with the most highest ranking directors possible who are not being named in the complaint.
These concerns may be presented anonymously if desired however it is important to note that the disclosure of the identity of the complainant may enable a more thorough investigation and will enable the complainant to know the outcome of the investigation.
Complainants must take steps to provide as much detailed evidence of their concerns as possible including details about when and where the reportable incidents occurred, who was involved in these incidents and any other relevant details.
In all cases the individuals identified in the complaint will be made aware of the complaint at some point in the investigation.
Once a complaint is received, unless there is immediate risk of harm to the organization, the complaint will be reviewed within 10 working days to determine if further investigation or review is required. 
In some cases, a formal investigation may be undertaken and will be conducted in a reasonable timeframe by a third party in a confidential manner. In all cases the complainant will be notified that the complaint was received but may not be notified regarding the outcome if the outcome includes confidential information pertaining to another individual. The investigation reports shall be saved by the [Association/League], for the purpose of documenting future patterns or issues.
Complaints that involve incidents that may constitute a danger or risk to a member of the organization or member of the public should be reported directly to the local authorities.
Any employee or director with [Association/League] who, in good faith, brought a complaint of alleged unethical or illegal activities to the attention of the organization or proper authorities, according to the policies and procedures of Hockey Saskatchewan and/or [Association/League] and who later believes they are experiencing retaliation for the complaint may bring it to the attention of another member of the [Association/League] Executive Committee or Board of Directors or Hockey Saskatchewan.

PROCEDURES
Definitions
Designated Officer - an individual responsible for the management and investigation of a report of Wrongdoing, who may include; (i) an employee of [Association/League] or such other person, so designated by the two members of [Association/League] who have received a report of wrongdoing; or an Independent Third Party
Sask Sport Independent Third Party - a person who is not employed by or affiliated with Hockey Saskatchewan, and who is identified on Sask Sport’s website as an individual to whom reports of Wrongdoing may be submitted.
(The Sask Sport Independent Third Party is a separate entity from the Independent Third Party service provided by Hockey Canada for maltreatment cases.)
Reprisal - retaliatory actions or measures that could be taken against an individual who: (i) reports, or considers reporting a Wrongdoing; (ii) cooperates in an Investigation under this Procedure; or (iii) declines to participate in a Wrongdoing; and includes, without limitation:
1. Dismissal;
2. Disciplinary action or reprimand;
3. Demotion or withholding of due promotion;
4. Discontinuation or elimination of a job or volunteer position;
5. Change of job location;
6. Reduction in wages;
7. Changes of hours worked;
8. Termination of employment or volunteer position;
9. Suspension;
10. Imposition of any penalty;
11. Harassment or intimidation;
12. Discrimination;
13. Any act that adversely affects the employment of the individual; or
14. Threatening to do any of the above.
Disclosure
It is vital to [Association/League] that any individual disclose their knowledge or suspicion of Wrongdoing by any [Association/League] employee or individual performing duties on behalf of [Association/League] in a timely manner. [Association/League]’s ability to take prompt corrective action in these situations depends on such reporting. Such disclosures may be made in the manner described in [Association/League]’s Whistleblower Policy and this Procedure.
Protection
Hockey Saskatchewan and [Association/League] are committed to ensuring that any individual who in good faith reports any Wrongdoing, and who acts in accordance with the procedure described herein, will be protected against Reprisal.
Reporting Procedure
An individual who believes that an employee of [Association/League] or an individual performing duties on behalf of [Association/League] has committed an incident of Wrongdoing should prepare a report that includes the following:
• Written description of the act or actions that comprise the alleged Wrongdoing, including the date and time of the act or actions;
• Identities and roles of other individuals or employees (if any) who may be aware of, affected by, or complicit in, the Wrongdoing;
• Why the act or action should be considered to be Wrongdoing; and
• How the Wrongdoing affects the individual submitting the report (if applicable).
Any person reporting an incident of Wrongdoing is encouraged to identify themselves, since anonymous reports may limit the ability of the investigator to determine the exact nature of the alleged Wrongdoing.
Anonymous reports will be investigated at the discretion of the Designated Officer having responsibility for the management of the report.
The report should be submitted to at least two members of the Executive Committee or Board of Directors starting with the most highest ranking directors possible who are not being named in the complaint. If the individual believes it is inappropriate to submit the report to members of the Executive Committee or Board of Directors, either due to fears of Reprisal or otherwise, the individual may submit the report to the Independent Third Party.
Selection of Designated Officer
If the report is submitted to members of Executive Committee or Board of Directors, those members must forward the report to a Designated Officer within ten business days of its receipt, for further consideration. If the two members of Executive Committee or Board of Directors do not mutually agree on the identity of the Designated Officer, the Designated Officer shall be the Independent Third Party.
If the individual making the report feels that the Designated Officer is unable to act in an unbiased or discrete manner due to that person’s role with [Association/League] and/or the content of the report, the individual should contact the Independent Third Party who will determine whether: 
(a) the Designated Officer should continue to act in that role; 
(b) a new Designated Officer should be appointed; or 
(c) the Independent Third Party should take the place of the appointed Designated Officer. Any decision made by the Independent Third Party on this issue is final and is not subject to review.
Designated Officer
The Designated Officer must:
• Provide written confirmation that the report of Wrongdoing has been received, to the individual who has made that report. Such confirmation must be provided within five days of the Designated Officer’s receipt of the report;
• Assure the individual of [Association/League]’s commitment to non-Reprisal against anyone filing a report in good faith under the Whistleblower Policy;
• Connect the individual to the Independent Third Party if the Designated Officer feels that they cannot act in an unbiased or discrete manner due to the individual’s role with [Association/League] and/or the content of the report;
• Conduct, or cause to be conducted, a preliminary review of the facts presented to determine whether there are reasonable and probable grounds to warrant an investigation;
• Determine if the report is frivolous, vexatious, or not submitted in good faith (e.g., the submission of the report is motivated by personal interests and/or the content of the report is obviously false or malicious),
• Determine whether the report of Wrongdoing lacks adequate detail to permit the conduct of a fair and effective investigation, or fails to describe activity which would constitute Wrongdoing as defined herein;
• Determine if the matter falls outside of the scope of [Association/League]’s Whistleblower Policy and, if so, whether the matter should be handled under some other Hockey Saskatchewan Policy, such as Hockey Saskatchewan’s Discipline and Complaints Policy, or should be forwarded to an appropriate third party entity or authority;
• Determine if the local police service should be contacted and, if so, contact the complainant;
• Determine if mediation or alternate dispute resolution can be used to resolve the issue; or
• Begin an investigation, if the Designated Officer deems it appropriate to do so.
If the Designated Officer decides not to investigate or to discontinue an investigation, the person who made the report of Wrongdoing (provided the report was not submitted anonymously) will be advised by the Designated Officer of that decision and the reasons for it.
Reports Submitted Directly to Independent Third Party
If the Independent Third Party receives the report of Wrongdoing directly from the individual filing the report, that Independent Third Party will not disclose the individual’s identity to anyone employed by or associated with Hockey Saskatchewan or [Association/League] without the individual’s consent. An individual who is unsure if they should submit a report, or who does not want to have their identity known, may contact the Independent Third Party.
Investigation
If the Designated Officer determines that an investigation should occur, they may conduct that investigation or contract an external investigator to perform the investigation. If the Designated Officer is not the Independent Third Party, they may consult with the Independent Third Party regarding whether an external investigator should be contracted. If a decision is made to use an external investigator, [Association/League] President (except in the case where the President is implicated) that an investigation conducted by an external investigator is necessary. 
If the report of Wrongdoing was submitted directly to the Independent Third Party by the individual reporting the Wrongdoing, the above notification shall be provided to the [Association/League] President without the nature of the investigation, content of the complaint or report, or identity of the individual who submitted the report being disclosed. 
[Association/League]’s President may not unreasonably refuse the decision to contract an external investigator.
An investigation should generally take the following form:
• Follow-up interview with the individual who submitted the report;
• Identification of employees, participants, volunteers, Directors, or other individuals that may have been affected by the Wrongdoing;
• Interviews with such-affected individuals;
• Interview with the individual(s) or employee(s) against whom the report was submitted; and
• Interview with the supervisor(s) of the individual(s) or employee(s) against whom the report was submitted.
In all stages of the investigation, the investigator will take every precaution to protect the identity of the individual who submitted the report and/or the specific nature of the report itself. However, [Association/League] recognizes that there are some instances where the nature of the report and/or the identity of the individual who submitted the report will or may be inadvertently deduced by individuals participating in the investigation.
The investigator will prepare an Investigator’s Report – omitting names whenever possible and striving to ensure confidentiality – that will be submitted to [Association/League]’s President and/or Executive Director (provided those individuals are not the subject of the reported Wrongdoing, in which case the report shall be provided to another member of the Executive Committee or Board of Directors chosen by the investigator), for review and action. The report shall include the investigator’s findings and reasons for those findings, and any recommendation the investigator considers appropriate respecting the report of Wrongdoing.
A summary of the Investigator’s Report will be made available to the person(s) who made the report of Wrongdoing. This will include a description of the Wrongdoing and any recommendations made or corrective measures to be taken, or the reasons why no corrective measures were recommended. It will not include any information in relation to any disciplinary action taken in relation to the reported Wrongdoing.
Action
Within fourteen (14) days after receiving the Investigator’s Report, [Association/League]’s President (or such other members of the Executive Committee or Board of Directors who are not the subject of the report of Wrongdoing, if that report makes allegations of Wrongdoing by the President) will take corrective action, as required.
Corrective action may include, but is not limited to:
• Contacting the local police service;
• Enacting and/or enforcing policies and procedures aimed at eliminating the Wrongdoing or further opportunities for Wrongdoing;
• Revision of job descriptions; or
• Discipline, suspension, termination, or other action as permitted by [Association/League]’s Bylaws, Policy Manual(s), applicable employment standards legislation, and/or an Employment Agreement, Contractor Agreement, or Director Agreement (as applicable).
Confidentiality
To the fullest extent possible, information relating to the report of Wrongdoing will be kept confidential.
This will include the identities of the person(s) who reported the Wrongdoing, any witnesses, and the person(s) alleged to have engaged in the Wrongdoing.
All parties and information will be treated with sensitivity and neither the details of the report of Wrongdoing, nor the results of investigations will be revealed to or discussed with anyone other than those who have a legitimate need to know.
