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Distribution: 

 

Name Department/Organisation  

Petchey Academy Board of Governors Directly for approval 

All Petchey Academy Employees Via the eXchange 

 

(The academy can make this policy available in Turkish also, on request.) 

 

Change history: 

 

Version Name Date Changes Committee Sign 

Off 

Date 

1.0 D Daniels 1 Sept 2006 Original Author. 

Version for review 

by governors. 

  

2.0 A Henderson 20 Feb 2012 Governor Approved   

3.0 A Henderson 4 June 2014 Governor Approved   

4.0  S Cook 25 May 2016 Revised policy for 

approval. 

Audit Committee 8 June 2016 

 

 

Policy Review: 

 

Review of impact against the aims of policy: 

This policy is suitable and comprehensive in its aim to provide guidance to staff about the 

academy’s approach to whistleblowing. It is important to the academy that any fraud, misconduct 

or wrongdoing by employees or governors of the academy is reported and properly dealt with. 

 

Does there appear to be any patterns of equality related issues:       

The policy has now been expanded to include more context and clarity around potential impact 

in regards to groups under key protected characteristics as per Equality Act 2010. However, 

currently there does not seem to be any pattern of equality related issues. 

 

If yes, please provide an Equalities Impact assessment (if relevant): 

 

 

Please use the screening questions to ascertain the need for a Privacy Impact Assessment 

The policy requires the processing of personal data and is in accordance with the academy’s Data 

Protection Policy and related policies. 

 

 

New Policy: No  PIA Screening Completed: Yes Full PIA Required: No 

Reviewed by: S Palma Date: 4 June 2018 

 

 

Next Review Date:  June 2020 
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 INTRODUCTION 

The Governing Body of the Petchey Academy is committed to achieving high standards and values 

in public service.  Staff and employees of the Petchey Academy play a vital part in creating and 

maintaining an ethical climate at work and may often be the first to notice unacceptable behaviour 

or practice within the academy. However, they may not express their concerns because they feel 

that speaking up would be disloyal to their colleagues or to the Governing Body.  They may also fear 

harassment or victimisation.  In these circumstances they may find it would be easier to ignore the 

concern rather than report what may just be suspicion of malpractice. 

The Governing Body, is committed to the highest possible standards of openness, probity and 

accountability.  In line with that commitment, it encourages employees and others with significant 

concerns about any aspect of the work of the academy, to come forward and voice those concerns.  

It also recognises that certain cases will have to proceed on a confidential basis.  This policy makes 

it clear that staff and employees can raise concerns without fear of reprisals.   

 

 Purpose 

This Policy is applicable to all staff and employees of the Petchey Academy from the date of their 

appointment. 

It aims to: 

• encourage staff and employees to feel confident in raising serious concerns, and to 

question and act upon those concerns;  

• provide avenues for those who wish to raise concerns, and then receive feedback on any 

action taken; ensure that they receive a response to their concerns, and that they are made 

aware of how to pursue them if they are not satisfied with the response;  

• reassure staff and employees that they will be protected from possible reprisals or 

victimisation as long as they have a reasonable belief that they have made any disclosure 

in good faith.  

Existing procedures are in place to enable staff and employees to lodge a grievance relating to 

their own employment.  This policy is intended to cover any significant concern that employee 

member of staff has about any aspect of service provision, or the conduct of academy staff and 

employees.  It is intended that protection afforded under this policy is given where employee 

member of staff raises concerns in the public interest and not for personal interest or gain. 

This concern may be about something that is: 

• improper conduct; or  

• against established standards of practice; or  

• against the Governing Body’s Policies, Financial Regulations or Instructions; or  

• unlawful.  

Concerns about malpractice may in this context include concerns about: 

• a criminal offence 

• that the academy isn’t obeying the law (like not having the right insurance) 

• that someone’s covering up wrongdoing/ possible corruption;  
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• dangerous procedures risking health and safety;  

• abuse of clients/students;  

• evasion of statutory responsibilities;  

• damage to the environment or other unethical or improper conduct.  

The overriding concern should be that it would be in the public interest for the malpractice to be 

corrected and, if appropriate, sanctions applied. 

 Scope 

This policy applies to all academy staff and employees including full and part time, casual, 

temporary, substitute staff, governors and to individuals undertaking work experience or volunteer 

work in the academy. 

 Equality analysis 

The policy has been considered under the Equality Act 2010 and due regard has been given to all 

protected groups and consideration as to whether any individual or group might experience a 

particularly positive or negative impact.  

 

 Definitions 

Whistleblowing has been defined as: ‘the disclosure by an employee or professional of confidential 

information which relates to some danger, fraud or other illegal or unethical conduct connected 

with the work place, be it of the employee or his/her fellow employees’ (Public Concern at Work 

Guidelines 1997). 

 

 Legislative context 

Employment Rights Act 1996 and Public Interest Disclosures Act 1998. 

 

The legislation protecting individuals who makes a protected disclosure applies not only to 

employees, but also to any person who undertakes to do or perform personally (or otherwise) any 

work or service for the employer, regardless of the nature of the contractual relationship between 

them. 

 

A Whistleblowing Policy should establish the procedure for an employee to follow if he/she has a 

genuine concern about a colleague’s conduct or the organisation’s practices. The Whistleblowing 

Policy should make clear what sort of allegations will count as a protected disclosure and should 

allow for the employee to raise these concerns with a nominated person and set out the steps that 

the employer will take in response. 

 

A qualifying disclosure means any disclosure of information that in the reasonable belief of the 

worker is made in the public interest. The requirement that a whistleblower make a qualifying 

disclosure ‘in good faith’ has been removed. Therefore, while the employer can seek a declaration 

from the whistleblower that he or she is not knowingly making a false allegations, disciplinary action 

is likely to be appropriate only where there is clear evidence that the employee has misused the 

whistle blowing procedure. A consequence of the requirement that a disclosure be made in the 

public interest is that an employee will generally be precluded from being able to ‘blow the whistle’ 

about breaches of his or her employment contract. 
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Section 43J of the Employment Rights Act 1996 provides that a Settlement Agreement made 

between an employee and employer cannot prevent future protected disclosures. 

 

Any confidentiality obligations in contracts of employment that would prevent an employee 

making a protected disclosure will be void. 
 

 Health & Safety Implications 

No health & safety implications identified. 

 

 POLICY 

 Principles 

The Governing Body, assures employees that it recognises their right to raise concerns about any 

potential malpractice within the organisation.  The Governing Body is committed to dealing firmly 

with any form of victimisation, harassment or reprisal at work.  If an allegation is made that any of 

these has occurred, an investigation will take place and, if the allegation is found to be 

substantiated, it will be considered a serious disciplinary offence and action will be taken 

accordingly. 

For their part employees have a right and also a duty to raise concerns when they have a reasonable 

belief that malpractice may be occurring or have occurred. 

Whenever possible, the Governing Body will protect the identity of any employee who raises a 

concern and does not want his/her name to be disclosed.  However, it must be understood that any 

investigation process may reveal the source of the information and a statement by the person 

reporting the concern may be required as part of the evidence. (The Freedom of Information Act 

may also have a bearing on the disclosure of identities subsequently) 

Concerns expressed anonymously will be considered at the discretion of the Governing Body. In 

exercising this discretion the factors to be taken into account will include:  

• the seriousness of the issues raised;  

• the credibility of the concern; and  

• the likelihood of obtaining the necessary further information.  

The Governing Body stresses that anyone who raises concerns in accordance with this Policy must 

do so in good faith.  If it is found that it has been used maliciously, this will be considered a 

disciplinary offence and action will be taken accordingly. 

The Governing Body will offer support to an employee who has raised a concern in accordance with 

this Policy.  The purpose of this support will be to ensure, where possible, that the employee 

concerned does not suffer (e.g. loss of status/income/conditions of employment) as a result of 

his/her action.   

2.1.1 Legal Protection 

The law provides protection for employees who raise legitimate concerns about 

specified matters. These are called ‘qualifying disclosures’ A qualifying disclosure is 

one made in the public interest by the employee who has a reasonable belief that: 
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• A criminal offence 

• A miscarriage of justice 

• An act creating risk to health and safety 

• An act causing damage to the environment 

• Corruptly receiving any gift or advantage, thus failing to comply with the 

Bribery Act 2010 (see Model Anti-Bribery Policy for Schools available on the 

Grid) 

• Allowing private interests to override the interests of the school 

• A breach of any legal obligation; or 

• concealment of any of the above 

 

is being, has been, or is likely to be, committed. It is not necessary for the employee 

to have proof that such an act is being, has been, or is likely to be committed,- a 

reasonable belief is sufficient. The employee has no responsibility for investigating 

the matter; it is the school’s responsibility to ensure that an investigation takes place 

 

2.1.2 Safeguarding 
 

All employees have a duty to report concerns about the safety and welfare of 

pupils/students. Where the concerns are about safeguarding children or young 

people, the Academy’s Designated Senior Person for Child Protection should be 

notified. 

 

Concerns about any of the following should be reported to the Designated Senior 

Person for Child Protection (DSP): 

 

• physical abuse of a pupil/student 

• sexual abuse of a pupil/student 

• emotional abuse of a pupil/student 

• neglect of a pupil/student 

• an intimate or improper relationship between an adult and a pupil/student 

 

The reason for the concern may be the actions of a colleague (including a more 

senior colleague), a Governor, another pupil/student or someone outside the 

school.  Whatever the reason, concerns must be reported. Failure to report a Child 

Protection related allegation will be in itself, a disciplinary matter. 

 

2.1.3 When should the policy be used? 
This policy is for disclosures about matters other than a breach of an employee’s 

own contract of employment. If an employee is concerned that his/her own contract 

has been, or is likely to be, broken he/she should use the academy’s Grievance 

procedures. 

 

Where a disclosure is merely an expression of opinion that fails to show that a 

legal obligation has been or is likely to be breached, it cannot amount to a protected 

or qualifying disclosure for the purposes of the whistle blowing legislation 

  

So this policy is not designed to replace or be used as an alternative to the grievance 

procedure, which should be used where an employee is only aggrieved about 
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his/her own situation. Nor should this policy apply where the employee simply 

disagrees with the way the school is run. 

 

Employees must have reasonable grounds for believing the information they have 

is accurate and not just idle gossip or rumour. 

 

An employee who makes such a protected disclosure has the right not to be 

dismissed, subject to any other detriment, or victimised, because he/she has made 

a disclosure, provided it has not been made maliciously. Any employee who uses 

this procedure will not be penalised for doing so. The employer will not tolerate 

harassment and/or victimisation of any employee raising concerns. 

 

An employee who is not sure whether the conduct he/she is concerned about 

does constitute illegal or improper conduct or is unsure about how to proceed may 

contact the Human Resources Department. 

  

Financial regulations require that any suspicion of fraud, corruption or other 

financial irregularity is reported to Internal Audit for possible investigation.  

Normally an employee must first report any suspicion of such an irregularity to the 

Principal or Chair of Governors, who will in turn report it to the funding agency. 

 

 Procedures 

In the first instance, unless the employee reasonably believes his/her Principal to be involved in the 

wrongdoing, any concerns should be raised with the employee’s Principal. If he/she believes the 

Principal to be involved, then the employee should proceed straight to Stage 3. 

 

The Principal/Chair of Governors will arrange an investigation into the matter (either by 

investigating the matter himself/herself or immediately passing the issue to someone in a senior 

position). The investigation may involve the employee and others involved giving written 

statements. Any investigation will be carried out in accordance with the principles set out above. 

The employee’s statement will be taken into account and he/she will be asked to comment on any 

additional evidence obtained. 

 

Employees who want to use the procedure but feel uneasy about it may wish to consult their 

Professional Association/Trade Union initially and bring a colleague or Professional 

Association/Trade Union Representative along to any discussions, so long as the third party is not 

involved in the issue. 

 

Where anonymity is requested efforts will be made to meet the request where appropriate but that 

might not always be possible. The earlier and more open the expression of concern the easier it will 

be to take appropriate action. 

 

The Principal (or the person who carried out the investigation) will then report to the Chair of 

Governors/Governing Body who will take the necessary action, including reporting the matter to 

any appropriate department or regulatory agency. If disciplinary action is required this will be taken 

forward by the Principal/Chair of Governors/Governing body in consultation with the Academy’s 

Human Resource Advisory Team. On conclusion of any investigation the employee will be told the 

outcome of the investigation and what the next steps will be. If no action is to be taken the reason 

for this will be explained. 
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If the employee is concerned that his/her Principal is involved in the wrongdoing, has failed to make 

a proper investigation or has failed to report the outcome of the investigation, he/she should inform 

the Chair of Governors. Employees who feel unable to follow this route, for whatever reason, have 

the option of contacting one of the following: 

 

• HM Revenue and Customs 

• The Financial Services Authority 

• The Office of Fair Trading 

• The Health and Safety Executive 

• The Environment Agency 

• The Director of Public Prosecutions 

• The Serious Fraud Office 

• The Education Funding Agency 

• The Department for Education 

• The National College for Teaching and Leadership 

 

2.2.1 What should be done if an issue is raised with a member of staff? 

If a member of staff, other than the Principal, is approached by a colleague on a 

matter of concern as defined in this document, he/she is advised to take the matter 

to the Principal. 

 

2.2.2 How can the matter be taken further? 

 

The Policy is intended to provide employees with an avenue for raising concerns 

with those responsible for the malpractice in question, i.e. the Governing Body as 

employer. It is expected that this avenue will be followed by the employee initially.  

However, if an employee is dissatisfied with the response of the Governing Body/ 

Senior Manager, he/she can raise the matter with any of the following, as 

appropriate: 

 

• The Police;  

• Public Concern at Work (0207 4046609) - see paragraph 30;  

• A relevant professional body or inspectorate (e.g. OFSTED or an 

appropriate prescribed body as per the Department for Business, 

Innovation and Skills list 2013 

https://www.gov.uk/government/uploads/system/uploads/attachment_d

ata/file/183340/11-641-blowing-the-whistle-to-a-prescribed-person.pdf);  

 

An employee can only tell the prescribed person or body if they think their 

employer: 

• will cover it up 

• would treat them unfairly if they complained 

• hasn’t sorted it out and they’ve already told them. 

 

In taking their concern outside the academy, employees should ensure that, so far 

as possible, the matter is raised without confidential information being divulged 

(e.g. relating to clients, students or other employees).  It should be noted that 

because Public Concern at Work is an accredited legal advice centre, an employee 

who approaches this organisation does not breach the duty of confidence which is 

owed to the Governing Body. 
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2.2.3 How the policy will be monitored 

The Principal is responsible, on behalf of the Governing Body for registering the 

nature of all concerns raised and for recording the outcome.  He/she will produce 

an annual report which identifies any patterns of concern and assesses the 

effectiveness of the Policy 

 

2.2.4 Dismissals and Whistleblowing 

A worker can’t be dismissed because of whistleblowing. If they are, they can claim 

unfair dismissal - they’ll be protected by law as long as certain criteria are met. 

Workers aren’t protected from dismissal if: 

• they break the law when they report something (e.g. they signed the 

Official Secrets Act) 

• they found out about the wrongdoing when someone wanted legal advice 

(‘legal professional privilege’) - e.g. if they’re a solicitor 

Workers who aren’t employees can’t claim unfair dismissal because of 

whistleblowing, but they’re protected and can claim ‘detrimental treatment’. 

2.2.5 Tribunals 

Workers dismissed for whistleblowing can go to an Employment Tribunal or an 

industrial tribunal in Northern Ireland. 

If the tribunal decides the employee has been unfairly dismissed, it will order that 

they are: 

• reinstated (get their job back) 

• paid compensation 

From 25 June 2013 a tribunal judge can reduce any compensation awarded by 

25% if they find the person has acted dishonestly. 

A whistleblower who is bullied at work will also be able to bring a claim to the 

Employment Tribunal against their employer or co-workers. 

2.2.6 Whistleblowing Abroad 

Workers are protected from unfair treatment even if they blow the whistle on 

something that happened abroad. This includes when a different country’s law has 

been or will be broken 

 GOVERNANCE REQUIREMENTS 

 Responsibility 

The responsibility for ensuring that the all employees follow this Policy rests with the Principal. 
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 Implementation / Communication Plan 

This policy will be freely accessible to all staff via the eXchange and all staff will be made aware of 

this policy as part of their induction programme. 

 

 Exceptions to this Policy 

None Identified 

 

 Supporting documentation 

 

Appendix 1: Privacy Impact Assessment Screening Questions 
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Appendix 1: Privacy Impact Assessment 

Screening questions 

When creating or updating a policy or procedure, please check through the following screening 

questions and complete the Data Protection box at the start of the document: 

Question Yes No Unsure 

1. Will the policy/procedure involve the collection of 
information about individuals? 

   

2. Will the policy/procedure compel individuals to provide 
information about themselves? 

 

   

3. Will information about individuals be disclosed to 
organisations or people who have not previously had 

routine access to the information? 

 

   

4. Are you using information about individuals for a purpose 
it is not currently used for, or in a way it is not currently 

used? 

 

   

5. Does the policy/procedure involve you using new 
technology which might be perceived as being privacy 

intrusive? For example, the use of biometrics or facial 

recognition. 

 

   

6. Will the policy/procedure result in you making decisions or 
taking action against individuals in ways which can have a 

significant impact on them? 

 

   

7. Is the information about individuals of a kind particularly 
likely to raise privacy concerns or expectations? For 

example, health records, criminal records or other 

information that people would consider to be particularly 

private. 

 

   

8. Will the policy/procedure require you to contact 
individuals in ways which they may find intrusive? 

 

   

 

 


