
Whistleblowing 
 
The culture of Law Debenture is open, and the likelihood of any employee either 
observing malpractice by another employee/manager/director/Law Debenture itself 
(or within Law Debenture’s supply chain) or being asked to engage in acts that 
amount to malpractice is extremely remote.  
 
Nevertheless, Law Debenture operates under the following procedural guidelines: 
 

 Any member of staff raising concerns about possible malpractice (whether in Law 
Debenture or in a counterparty or within Law Debenture’s supply chain) will be 
assured of confidentiality; 

 Victimisation of “whistleblowers” will not be tolerated; 

 A member of staff who has concerns about possible malpractice may (but does 
not have to) raise those concerns through his/her line management. If the 
individual prefers, he/she may instead approach the Compliance Officer directly 
(or the Chief Executive Officer if the Compliance Officer is the line manager in 
question) or the Chairman of the Audit Committee; or  

 A matter can be reported to the independent whistleblowing service engaged by 
Law Debenture – any calls made to this service may be made on an anonymous 
basis (if the caller so wishes) and matters raised are reported to Law Debenture’s 
Senior Independent Director, not to the executive; and  

 It is also acceptable, in some circumstances, for an employee to report    
      directly to a prescribed regulator (the Financial Conduct Authority (“FCA”)) – see      
      below. 
 
Where an employee has made a disclosure but remains dis-satisfied with Law 
Debenture’s response, he/she may disclose matters directly to the FCA (or to any 
other prescribed regulatory body for the purposes of receiving information).  
Alternatively, an approach may be made directly to FCA (or another prescribed 
regulator) instead of going through the above procedures. BUT in making a direct 
approach to a prescribed regulator, employees will only be protected by the 
provisions of the Public Interest Disclosure Act 1998 (“PIDA”) if he/she makes a 
disclosure in good faith, reasonably believing that the information and any allegation 
it contains are substantially true, and reasonably believing that the matter falls 
within FCA’s jurisdiction (or the jurisdiction of another prescribed regulatory body). 
 
Finally, if an incident occurs where an employee believes that he/she should directly 
approach the police, the media, an MP or a non-prescribed regulatory body, then the 
provisions/protections of PIDA will apply so long as the following conditions are met 
in addition to the tests above. The whistleblower must believe his/her wider 
disclosure is reasonable in the circumstances; it must not be done for personal gain; 
the whistleblower must reasonably believe that he would be victimised by Law 
Debenture if he raised the matter internally, via the independent whistleblowing 
service or with a prescribed regulator; there was no prescribed regulator and the 
whistleblower thought that evidence was likely to be concealed or destroyed; the 
concern had already been raised with Law Debenture and a regulator but without 
appropriate response; and the concern was of an exceptionally serious nature. 
 
Any employee wishing to have more information about PIDA and/or about 
whistleblowing can speak with the charity Public Concern at Work (020 7404 6609). 
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