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1. POLICY STATEMENT

1.1 Haybrook College Trust (hereafter referred to as ‘the Trust) has adopted this Policy to encourage staff to report suspected wrongdoing, (i.e. ‘Whistleblow’), to protect those who Whistleblow from being treated detrimentally because they have reported suspected wrongdoing, and to provide guidance about how concerns should be raised. 
1.2 The Trust may delegate responsibility for undertaking any action in relation to this Policy to an appropriate manager, the Executive Headteacher, a Committee or a Panel.  
1.3 This policy applies to all the people that we deal with including:

· employees, trainees, agency staff, independent consultants, volunteers, 

· contractors, suppliers, elected and co-opted Trustees and members of the public. 

· For ease of reference the individuals covered by this Policy will be referred to as ‘Employee/s’.  

1.4 The Trust’s aim is to maintain the highest standards of integrity in everything it does.  However, all organisations can occasionally be affected by conduct that is dangerous, against the law or breaches ethical or professional codes. Should employees have any such concerns, they are encouraged to report them immediately. Employees can be assured that any concerns raised will be taken seriously, they will be thoroughly investigated, and there will be no reprisals.
1.5 The Trust has particular responsibility for protecting the welfare and well-being of children and vulnerable young people; employees are under an obligation to raise concerns about the abuse of such people. 

1.6 The Trust will hold and process your information in accordance with its GDPR Policy where it is necessary to do so, when the Whistleblowing Policy is used in relation to your employment. 
1.7 This Policy is not contractual and can be replaced or amended from time to time.
2. DEFINITION OF TERMS
2.1 ‘Whistleblowing’ means the disclosure of information which relates to suspected unlawful and/or unethical conduct.  The person who makes the disclosure must reasonably believe that it is in the Public Interest for them to do so.   This is also referred to as a ‘Protected Disclosure’. 
2.2 Examples of the types of unlawful or unethical issues covered are: 
· Any activity suspected to be criminal;

· Any activity suspected to put health and safety at risk;

· Any activity suspected to damage the environment;

· Any activity suspected to breach the Trust’s rules on bribery and corruption;

· Any failure to comply with legal or regulatory obligations;

· Any failure to meet professional requirements; and/or

· Any attempt to conceal one or more of these activities.

2.3 A ‘Whistleblower’ is someone who discloses information that tends to show one of the examples set out above and does so reasonably believing that it is in the public interest to do so.  
2.4 ‘Public Interest’ means something that affects the rights, health or finances of the public at large.  It is not sufficient that a member of the public would find the disclosure interesting (in the sense of it being noteworthy or engaging). 
2.5 Whistleblowing is not intended to cover complaints or concerns that relate to an Employee’s own personal circumstances because the emphasis is on the disclosure being in the ‘public interest’, not an Employee’s own personal interest.  It is nevertheless important that such concerns are raised and dealt with and an Employee who is dissatisfied with the way they have been treated should use the Grievance Policy.  
2.6 ‘Disclosure of information’ means facts that are conveyed to a person in a position of authority which tend to show one of the examples set out above (or something similar).  This may be disclosed orally or in writing.  However, actual information has to be passed on: it is not sufficient to make a statement of pure opinion or allege that unlawful or unethical conduct has taken place without providing details of the conduct in question.  
2.7 An Employee who is uncertain about whether or not something is within the scope of this Policy should speak to their line manager, or another appropriate individual who is in a position of authority.  
3. HOW TO RAISE A WHISTLEBLOWING CONCERN 
3.1 An Employee who wishes to make a Protected Disclosure must first decide the most appropriate person who should receive the information.  This person must be a position of authority so that appropriate action can be taken.  This person should also be unconnected to the unlawful or unethical conduct that is being reported so as to be properly impartial.  
3.2 In most cases an Employee should raise concern/s with their line manager, either face to face or in writing.
3.3 If this is not appropriate, or the Employee feels that their concerns have not been adequately addressed or are of a serious nature, the Employee should raise concern/s with their manager’s manager or a more senior officer (such as a Governor).  
3.4 A meeting will then be arranged to discuss the Employee’s concern. Employees are entitled to be accompanied at this and any subsequent meetings by a colleague or trade union representative. If the Employee brings a companion, the Trust expects that both parties agree to keep the disclosures confidential before and after the meeting and during any investigation that may follow.

3.5 A written summary of the meeting will be taken to outline all of the concerns being raised under the policy, including all of the key facts, dates and names of people involved.
3.6 The written summary will be provided to the Employee. If the Employee does not agree the accuracy of the written summary they must draw this to the attention of the person they made the disclosure to.  
3.7 The person to whom the disclosure is made must refer to this Policy for guidance and ensure that the Employee has a copy of this Policy.  
4. INVESTIGATION AND OUTCOME

4.1 When an Employee has made a Protected Disclosure, the Trust will either appoint an investigator to determine the relevant facts and report back to the Trust with their findings, or refer the matter to an appropriate external organisation or specialist with particular knowledge of the issues raised.

4.2 The Employee may be required to attend additional meetings to provide further information or confirm the information they have already supplied. 

4.3 In the case of an internal investigation:

· The Employee will be given a reasonable amount of information about the investigation to enable them to understand the process being undertaken (but not necessarily the facts or evidence that has been gathered or is to be gathered);

· The Employee will be notified when the investigation is complete;

· The Employee will be notified of the outcome and any further action only if it is reasonable to do so and does not involve a breach of any duty of confidentiality by the Trust toward another person.  

4.4 If an investigation concludes that unlawful or unethical conduct has taken place appropriate action will be taken.  This may include (but is not limited to) the following: 

· Onward disclosure to a relevant regulatory authority; or
· Report to the Police; or
4.5 The Trust expects that most concerns will be raised in good faith, but occasionally a false or malicious allegation may be raised. Anyone found doing this will face action under the Disciplinary Policy and will be at risk of being dismissed for gross misconduct.
5. CONFIDENTIALITY AND ANONYMITY
5.1 There is a significant difference between wanting to keep concerns confidential and making a disclosure anonymously. 

5.2 The Trust actively discourages anonymous whistleblowing because it will often be impossible to properly investigate concerns of the Employee in question if they are not willing to come forward and provide full details of their concerns. 

5.3 If an Employee is concerned that they will suffer reprisals or a risk to their health, safety or welfare generally they may request that their identity be kept confidential.  

5.4 In these circumstances the Trust will do all that is reasonably possible to keep the Employee’s identify confidential, however, this will not always be possible.  

6. HOW WHISTLEBLOWERS ARE PROTECTED
6.1 An Employee must not be treated detrimentally by any person because they have made a Protected Disclosure in good faith. 
6.2 Detrimental treatment includes: dismissal, disciplinary action, threats, harassment, bullying or any other treatment that is less favourable than would have been the case had the disclosure not been made. 
6.3 An Employee who believes they have suffered detrimental treatment because they have made a Protected Disclosure must report their concern to an appropriate person without delay so that action can be taken to ensure they are protected. 
6.4 If the Employee feels that any detrimental treatment has not been adequately addressed, the Employee should escalate their concern/s to a more senior manager or officer (such as a Governor) and consider using the Grievance Policy for this purpose.  
7. TAKING CONCERNS OUTSIDE OF THE ORGANISATION
7.1 This Policy provides a mechanism for concerns to be raised, investigated and resolved within the workplace internally.  In the majority of cases it is unnecessary for an Employee to make a disclosure to someone who is external to the organisation.  
7.2 If an Employee wishes to make a Protected Disclosure that relates to the commission of a criminal offence against a person or property in circumstances where this cannot reasonably be first disclosed internally, the Employee should report this to the Local Police and to the Trust as soon as possible thereafter. 
7.3 Only in exceptional circumstance (e.g. where an Employee has exhausted all internal possibilities and has reason to believe that the unlawful or unethical conduct they have reported is continuing or has not been addressed) an Employee may make a Protected Disclosure to one of the external organisations listed below: 
· The local police;
· The Local Authority Designated Officer (LADO);
· A person who holds a position of authority in the Local Authority;
· A regulatory authority; or
· A legal advisor.
7.4 Alerting the media to a concern, particularly before or during an internal investigation, is almost never justified or appropriate in any situation. Employees are strongly discouraged from doing so, and the Trust may treat any contact with the press as a serious disciplinary issue justifying dismissal unless exceptional circumstances exist.
8. WHAT TO DO IF YOU ARE NOT SATISFIED
8.1 All concerns will be addressed fairly but if an Employee who has made a Protected Disclosure is not satisfied with the way their disclosure was handled, they should use the Grievance Procedure so that this can be formally addressed.  
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