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PURPOSE 
The purpose of this policy is to help all Representatives of Capital Football – including 
Directors, employees, contractors, volunteers, and any other person acting on behalf of the 
organisation – to effectively identify, disclose, and manage any actual, potential, or perceived 
conflicts of interest. 
 
The policy aims to protect the integrity and reputation of Capital Football, ensure transparency 
in decision-making, and support the organisation in meeting its governance, legal, and ethical 
obligations. 

OBJECTIVE 
The objective of this policy is to ensure that all Representatives of Capital Football: 

• Understand their obligation to identify and disclose any related party transactions or 
conflicts of interest,  

• Comply with the procedures set out in this policy for declaring and managing conflicts, 
and 

• Conduct themselves in a manner that upholds good governance, transparency, and the 
best interests of Capital Football at all times. 

SCOPE 
This policy applies to: 

• Directors and office bearers, 
• Committee and sub-committee members, 
• Employees, contractors, and volunteers, 
• Any other person acting on behalf of the organisation. 

Definition of Conflict of Interest 

A conflict of interest occurs when a person’s personal interests conflict with their responsibility 
to act in the best interests of Capital Football. 

• Personal interests include a person’s own direct interests, as well as those of their 
family, friends, or other organisations they may be involved with or have an interest in 
(for example, as a shareholder, sponsor, or committee member). 

• A conflict can also arise between a Director’s duty to Capital Football and another duty 
the Director has (for example, to another organisation), or between an Employee’s 
professional duties to Capital Football and their outside interests. 

• Conflicts may be actual, potential, or perceived, and may be financial or non-financial. 
• Related party transactions can lead to perceived, potential, or actual conflicts of 

interest. For example, when a close family member of a Director or Employee has an 
interest that may conflict with the best interests of the organisation. 

These situations present the risk that a decision could be influenced – or appear to be 
influenced – by personal interests rather than the best interests of Capital Football.  
 
Therefore, they must be declared and managed appropriately. 
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Types of conflicts include: 

• Actual Conflict – a real and direct conflict exists. 
• Potential Conflict – circumstances could develop into a conflict. 
• Perceived Conflict – it could reasonably appear to others that a conflict exists, even if 

not the case. 

Examples: 

• A Director is also a director or sponsor of an affiliated club. 
• A Board member’s child plays for a team impacted by funding or competition decisions. 
• An Employee receives gifts or hospitality from a supplier bidding for a contract. 
• An Employee also works (paid or volunteer) for an affiliated club, creating divided 

loyalties. 
• A volunteer referee is appointed to officiate their own club’s matches. 
• An Employee undertakes outside work for an affiliated club or supplier in competition 

with Capital Football programs. 

OBLIGATIONS OF INDIVIDUALS 
All individuals must: 

1. Disclose any actual, potential, or perceived conflict of interest as soon as it arises. 
a. Directors and office bearers must declare directly to the Board (via the Chair or 

Company Secretary). 
b. Volunteers, including working group or advisory committee members must 

declare conflicts to the relevant committee secretary.  
c. Employees and contractors must declare conflicts to the Chief Executive 

Officer (CEO) or delegate.  
2. Ensure that all conflicts are recorded in the appropriate Conflict of Interest Register. 

a. The Volunteer and Employee registers will be reviewed by the Board every six 
(6) months.  

3. Update disclosures if circumstances change. 
4. Comply with Board directions on how the conflict will be managed. 

MANAGEMENT OF CONFLICTS 
Conflicts may be managed in one or more of the following ways, depending on their nature and 
significance: 

• Declaration only: Conflict is declared, noted in the Register, and no further action is 
required. 

• Restriction: The conflicted person is restricted from accessing confidential information, 
papers, or meetings on the matter. 

• Recusal: The conflicted person may be present for discussion but must abstain from 
voting. 

• Withdrawal: The conflicted person must leave the room and take no part in the 
discussion or decision. 

• Third-party oversight: Responsibility for the matter is delegated to an unconflicted 
committee or external adviser. 
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• Exclusion from role: The conflicted person steps down from a relevant position (e.g. 
subcommittee or working group) while the conflict remains. 

• Contractual or financial separation: The organisation restructures or terminates 
contracts, sponsorships, or supplier relationships to remove or reduce the conflict. 

• Ongoing monitoring: The conflict is reviewed periodically to ensure it remains 
appropriately managed. 

• Other actions as determined: The Board may adopt any other measure necessary to 
protect the organisation’s integrity. 

CONFLICT OF INTEREST REGISTERS 
• The Company Secretary (or delegate) will maintain the Director Conflict of Interest 

Register, which records all conflicts declared by directors, office bearers, and committee 
members. 

• The CEO (or delegate) will maintain a separate Volunteer and Employee Conflict of 
Interest Register. These registers will: 

o Record all conflicts declared by employees, contractors, and volunteers. 
o Always be accessible to the Board. 
o Be included in governance reporting to the Board every six (6) months, or more 

frequently if required. 
• Both Registers must record: the individual, the nature of the conflict, the date of 

disclosure, board decision, the individual’s undertakings, and a review date. 

COMPLIANCE 
If the Board (in the case of Directors) or the CEO (in the case of employees, contractors, or 
volunteers) has reason to believe that a person subject to this policy has failed to comply, the 
matter will be investigated. 
 
If it is found that the person has failed to disclose a related party transaction or conflict of 
interest, action may be taken. This may include, but is not limited to: 

• Formal warning or requirement for additional training. 
• Removal from the Board or committee. 
• Disciplinary action under employment or volunteer agreements. 
• Exclusion from particular projects, subcommittees, or decision-making processes. 
• Termination of employment, contractor, or volunteer arrangements. 
• Reporting to regulators (e.g. ASIC, ACNC) if governance standards are breached. 

If a person suspects that a Board member has failed to disclose a related party transaction or 
conflict of interest, they must notify either: 

• The Board Chair, or 
• The Company Secretary (as the person responsible for maintaining the register of 

interests). 

If a person suspects that an Employee, contractor, or volunteer has failed to disclose a conflict 
of interest, they must notify the CEO, who will investigate and report to the Board where 
appropriate. 
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RELATED DOCUMENTS 
• Constitution of ACT Football Federation Inc  
• Board Charter 
• Code of Conduct 
• Conflict of Interest Registers 
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