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1. Aims

This policy aims to:

e Encourageindividuals affected toreport suspected wrongdoing as soonas possiblein
the knowledge that their concerns will be taken seriously and investigated and that their
confidentiality will be respected

e Letallstaffinthe school know how toraise concerns about potential wrongdoinginor
by the school

e Setclearprocedures for how the school will respond to such concerns, including the
provisionof the Trustee and member of staff whoother staff cancontact toreport
concerns.

o Letallstaffknowthe protectionavailable tothemifthey raise a whistle-blowingconcern
Assure staffthat they will not be victimisedfor raising a legitimate concernthrough the
steps set out inthe policy evenif they turnout to be mistaken (thoughvexatiousor
malicious concerns may be considered a disciplinary issue)

e Toensureasafeworkingenvironment for all

This policy does not form part of any employee’s contract of employment and may be amended at any time.
The policy applies to all employees or other workers who provide services to the school in any capacity
including self-employed consultants or contractors who provide services on a personal basis and agency
workers as well as volunteers.

2. Legislation

The requirement to have clear whistle-blowing procedures inplaceis set out inthe Academy
Trust Handbook (paragraphs 2.43 to 2.48).

This policy has beenwritteninline with the above document, as well as government guidance on
whistle-blowing. We alsotake into account the Public Interest Disclosure Act 1998.

This policy complies with our funding agreement and articles of association.

3. Definition of whistle-blowing

Whistle-blowing covers concerns made that report wrongdoing that is “inthe publicinterest”.
Examples of whistle-blowing include (but aren’t limited to):

e Criminal offences, such as fraud or corruption
e Students’ or staffs’ health and safety being put in danger including in regard to safeguarding

e Failure to comply with alegal obligation or statutory requirement


https://www.gov.uk/guidance/academies-financial-handbook/academy-trust-handbook-2021
https://www.gov.uk/guidance/academies-financial-handbook/academy-trust-handbook-2021
https://www.gov.uk/whistleblowing
https://www.gov.uk/whistleblowing
https://www.legislation.gov.uk/ukpga/1998/23/contents

e Breaches of financial management procedures
e Attempts to cover up the above, or any other wrongdoing in the public interest
e Damageto the environment
A whistle-blower is a person who raises a genuine concern relating to the above or similar concerns.

Not all concerns about the school count as whistle-blowing. For example, personal staff grievances such as
bullying or harassment do not usually count as whistle-blowing. If something affects a staff member as an
individual, or relates to anindividual employment contract, this is likely a grievance.

When staff have a concern they should consider whether it would be better to follow our staff grievance or
complaints procedures.

Protect (formerly Public Concernat Work) has:

> Further guidance on the difference between awhistle-blowing concern and a grievance that staff may
find useful if unsure

> Afree and confidential advice line
4. Procedure for staff to raise a whistle-blowing concern

Step 1 - Raising aconcern

Concerns under this procedure should be raisedwith the headteacher, or if about the
headteacher, the Chair of Governors. Inthe event that the matter cannot be raised withinthe
school, the staff member may raise their concerns inaccordance withStep7.

Withintenworking days of a concern being raised, the personreceivingit will write tothe staff
member (the whistle-blower) acknowledging receiptand indicating what initial steps will be
takentodeal withit. Where possible anestimate will be givenof the time it will take toprovide a
final response.

Concerns may be raisedorally or, preferably, inwriting. Thesedisclosuresshould provide as
much informationas possible about the matter, including dates, individualsinvolved, other
possible sources of information, etc. Staff must be able todemonstratetothe personhearing the
disclosurethat there are reasonable grounds for making the allegations.

Staff may wishto make anonymous disclosures although it may be important for the
headteacher/Chairof Governors toknowthe source of informationtoenable a full investigation.
The manager would alsoneedtotake intoaccount the nature and credibility of anallegation
before deciding to proceed with aninvestigation. However, staff should bere-assuredthatall
disclosures will be treatedin confidence and every effort will be made to preserve anonymity.
The Act provides protectionagainst victimisationto anyone who makes a protecteddisclosurein
good faith.

Step 2 - Determine whether the concernraised is a Protected Disclosure

Qualifying disclosuresare disclosures of information where the staff member reasonably
believes (anditisinthe publicinterest) that one or more of the following matters is either
happening, has takenplace,oris likely tohappeninthe future:

e acriminal offence (e.g. fraud, corruption, sexual or physicalabuse of pupils/studentsor
others);

e afailure by a persontocomply withany legal obligation towhich he/sheis subject;

e amiscarriageof justice;


https://protect-advice.org.uk/what-is-the-difference-between-raising-a-grievance-and-whistleblowing/
https://www.pcaw.org.uk/advice-line/

e adangertothe healthorsafety of any individual;
e damagetotheenvironment, or
e adeliberate attempt toconceal any of the above matters.

Following disclosure of one of the above matters,the personreceiving the disclosure must
determine whether it is a ‘qualifying disclosure’ under the Act, by considering the following:

e whetherany factual informationwas actuallydisclosed, as opposedtoopiniononly, to
the headteacher/Chair of Governors;

e whether theindividual making the disclosure believed thatthe informationtendedto
show that one of the matters above has occurred, is occurring or is likely tooccur; and

¢ whetherthat belief was reasonable.

If the above criteria are met, the disclosurewill qualify as a protected disclosure,and the
remainder of this procedure will apply. Ifthe criteria are not all met but the staff member’s
disclosure was made ingood faith, investigations should still take placeinto the allegationsand
the staff member should not be discriminated againstbecausethey haveraisedsuchan
allegation. Ifitis found that the disclosure was made for malicious purposes or for personal gain,
the school will consider the matter under its disciplinary procedure.

Step 3 - Investigation

A preliminary investigation will need to be undertakentoestablishwhether the alleged act or
omissioncould actually have occurred, be occurring or be likely tooccurin the future. The
investigationis not, at thisstage, todetermine whether the alleged act or omission has actually
occurred, but to determine the facts of the case (e.g. was the alleged individual actuallywhere
they were purported tobe, what does the evidence show).

Allegations thathave some foundationtothemshould be followed up with a full internal
investigation, which may result in one or more of the following:

e nocasetoanswer;
e disciplinary actiontakenagainstthe allegedindividual;
e referraltoSocial Services orthe Police, or other relevantorganisation;

If the allegations are unfounded (no evidence or proper basis that supports the allegation), or
unsubstantiated (can neither be proven nor disproven), noaction need be taken by the school,
althoughit would be pertinent to determine why the staff member felt the needtoraise the
allegationinthefirst place,e.g.is there a trainingneed withinthe school?

Ifitis found that the allegation was made for malicious purposes or for personal gain, the school
will consider the matter under its disciplinary procedure.

Step4 - Communication

Subject tolegal constraintsandthe need to protect therights of individuals, the staff member
raising the concernwill be informed of the outcome of any investigationat the earliest
practicable opportunity. Suchinformationwill not include confidential details about formal
actiontakenagainstanother staff member.

For reasons of sensitivity and confidentiality, allcommunications with a staff member who takes
actionunder this procedure will be sent totheir home address, unless an alternative



arrangement has beenmutually agreed.
Step 5 - Taking the matter further

Inthe event that a staff member (whistle-blower) feels that their concerns have not been
resolvedthroughthe above process, they may writetothe Chair of the Governing Body, if he/she
has not already beeninvolved, outlining their concern, the actiontakentodate and the reasons
for their dissatisfaction.

Within 10 working days of a concernbeing raised, the Chair of Governors will write tothe staff
member (whistle-blower) toacknowledge that the concernhas beenreceived andindicate what
further steps will be taken, as well as providing anestimate of the time it will take toprovide a
final response. The Chair of Governors may decide toset up a small group of gover nors, where
appropriate, toinvestigatethe concerns. The Chair of Governors will theninformthe staff
member (whistle-blower) of the outcome of this process onthe same basis as detailedinStep4
above.

Inthe event that the matter cannot be satisfactorily resolved withinthe school, the staff member
may escalate their concerns further. Howthey dothis will depend on the status of the school, as
follows:

If a staff member is dissatisfied with the response of the Governing Body and subject tothe
concern being a protecteddisclosure (see step 2 above), theycanraise the matter, as
appropriate, with any of the following:

e anelected Member of the County Council;
e thelocal Government Ombudsman;
e others asset out below.

4.1 When to raise a concern

Staff should consider the examples insection 3 whendeciding whether their concernis of a
whistle-blowing nature. Consider whether the incident(s) wasillegal, breached statutory or
school procedures, put people in danger or was anattempt tocover any suchactivity up. There
areno time limits onraising concerns under this procedure, but they should be raised at the
earliest opportunity. Where time limits are included withinthis procedure, they existtoensure
that disclosures aredealtwith as quickly as possible,andtoensure a prompt initial response
from management. Theinvestigationthattakes placeafteradisclosureis madeis not time
limited, but will be conducted as quickly as possible withinthe circumstances of the disclosure.

4.2Who to reportto

Staff should report their concern tothe Headteacher or Chair of Governors If the concernis
about the Headteacher, oritis believed they may be involved inthe wrongdoing insome way, the
staff member should report their concern to Chair of Governors

4.3 How to raise the concern

Concerns should be made inwriting wherever possible. They shouldinclude names of those
committing wrongdoing, dates, placesand as much evidence and context as possible. Staff raising
aconcern should alsoinclude details of any personalinterest inthe matter. Staff are entitledto
representation by a professionalassociation/tradeunionrepresentative/work colleague atany
meetingorinterviewheldinrelationtothe disclosure made. Staff should specify thatthey are



making a disclosure under this procedure.
5. School procedure for responding to a whistle-blowing concern

5.1 Investigating the concern

When a concernis received by the [Headteacher/Chair of Governors] - referred tofrom here as
the ‘recipient’ - they will:

e Meetwiththe personraising the concernwithinareasonable time. The personraising
the concern may be joined by a trade union or professional association representative
e Getasmuchdetail as possible about the concernat this meeting,andrecordthe
information. Ifit becomes apparent the concernis not of a whistle-blowing nature,
therecipient should handle the concernin line with the appropriate policy/procedure
e Reiterate,atthis meeting,that theyare protected fromany unfair treatment or risk of
dismissal as aresultof raising the concern. If the concernis found to be malicious or
vexatious, disciplinaryaction may be taken (see section 6 of this policy)
e Establishwhetherthere is sufficient cause for concerntowarrant further
investigation.Ifthereis:
= Therecipient shouldthen arrange a further investigationintothe matter,
involving the staff members if appropriate.Insome cases,they may needto
bringin an external,independent body toinvestigate. Inothers cases, they
may needto report the matter tothe police
= The person who raisedthe concernshould be informed of how the matteris
being investigated and anestimated timeframe for when they will be
informed of the next steps

5.2 Outcome of the investigation

Oncetheinvestigation - whether this was just the initial investigation of the concern, or whether
furtherinvestigationwas needed - is complete, the investigating person(s) will prepare a report
detailing the findings and confirming whether or not any wrongdoing has occurred. The report
will include any recommendations and details onhowthe matter canbe rectified and whether or
not areferralis requiredtoanexternal organisation, such as the local authority or police.

They will inform the personwho raised the concernof the out come of the investigation, though
certaindetails may needtobe restricted due to confidentiality.

Beyondtheimmediate actions, the headteacher and other staffif necessarywill reviewthe
relevant policies and procedures to prevent future occurrences of the same wrongdoing.

Whilst the school cannot always guarantee the outcome sought, it will try todeal with concerns
fairly andin anappropriate way.

6. Malicious or vexatious allegations

Staff areencouragedtoraise concerns whenthey believe there topotentially be anissue.If an
allegationis madeingoodfaith, but the investigation finds nowrongdoing, there will be no

disciplinary actionagainstthe member of staff whoraised the concern.

If, however, anallegationis showntobe deliberately invented or malicious, the school will



consider whether any disciplinary actionis appropriate against the person making the allegation.
Ifan allegationis unfounded or unsubstantiated (i.e.thereis nofactual basisor evidence to
support the allegation) but the staff member has made the allegationhonestlyandinthe
reasonable belief that it was inthe publicinterest,noactionwill be takenagainstthem. Ifan
allegationis deemedtohave been made falsely, maliciously, frivolouslyor for personal gain, then
the personmaking the allegation may face disciplinaryaction. Care should be takenindealing
withsuch allegationsas some facts may not be wholly untrue. Some parts of anallegation may
have beenfabricated or exaggerated but elementsmay be basedontruth.

7. Escalating concerns beyond the school

The school encourages staff toraise their concerns internally,inline withsection 4 of this policy,
but recognises thatstaffmay feel the need toreport concerns toanexternal body. Alist of
prescribed bodies towhom staff canraise concerns withis included here.

The Protect adviceline, linked toinsection 3 of this policy, canalso help staff whendeciding
whether to raise the concerntoanexternal party. Concerns may beraised, as appropriate, with
any of the following, subject tothe concernbeing a protecteddisclosure (see step 1 above):

e alocal Member of Parliament;

e arelevant professional body orinspectorate(e.g. Ofsted or Health & Safety
Executive);

e A'‘prescribedperson’asdesignated by the Act, a full list of whom can be found on the
Gov.uk website under "Whistleblowing: list of prescribed people and bodies”
(updated April '23)

Staff canonly make adisclosure toaprescribed personifthey:

e makethedisclosureingood faith;

e reasonably believe the informationis substantiallytrue;

e reasonably believe theyaredisclosing the issue to the appropriate person or body
(e.g. Healthand Safety issuestothe HSE)

Intaking their concernoutside of the school, staff must ensure that,as far as possible, the matter
is raised without personal informationrelatingto other staff, or confidential informationabout
unrelated matters, being disclosed. A staff member who approaches anaccredited legal advice
centre, e.g. Public Concernat Work (0207 404 6609 or www.pcaw.org.uk) or Citizens Advice
Bureau, must not breachthe duty of confidence in this procedure tothe Governing Body.

8. Failure to follow this procedure

Any staff member who unreasonably and without justificationraisessuchissuesonawider basis,
suchas withthe press, without following the steps and advice inthis procedure may be liable to
disciplinary action.

9. Approval
This policy will be reviewed every 3 years.

These procedures have been agreed by the Board of Governors, whowill approve them


https://www.gov.uk/government/publications/blowing-the-whistle-list-of-prescribed-people-and-bodies--2/whistleblowing-list-of-prescribed-people-and-bodies#education
https://www.gov.uk/government/publications/blowing-the-whistle-list-of-prescribed-people-and-bodies--2
https://www.gov.uk/government/publications/blowing-the-whistle-list-of-prescribed-people-and-bodies--2
http://www.pcaw.org.uk/

whenever reviewed.

10. Links with other policies

This policy links with our policies on:

> Staff grievance policy

> Complaints procedure
> Child protection policy
> Staff Code of Conduct



