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St Bede’s Catholic School & Sixth Form College 
Whistleblowing Policy 

 
1. Introduction 

 

St Bede’s Catholic School & Sixth Form College is committed to the highest possible standards of 
openness, honesty, integrity and accountability. The Academy acknowledges that employees are 
often the first to realise that there may be something seriously wrong within their organisation and 
that the Governing Body needs to encourage employees and others with concerns to come forward 
and be able to voice them i.e. whistleblow. 
 

A Whistleblower is generally a term used for a person who works in or for an organisation and raises 
an honest and reasonable concern about a possible fraud, crime, danger or other serious risk that 
could threaten colleagues, service users, customers, members of the public or the success and 
reputation of the organisation.  
 
This policy and procedure applies to all employees (which throughout this policy and procedure 

includes workers) and Governors. Other individuals performing functions in relation to the 

organisation, such as contractors, casual or agency staff should have access to it.  

 

Whistleblowing is distinct from the grievance procedure which should be used if you have a complaint 
relating to your personal circumstances in the workplace. Concerns about wrongdoing within the 
Academy such as fraud, malpractice, mismanagement, breach of health and safety law or any other 
illegal or unethical act either on the part of management, the Governing Body or by fellow employees 
should be raised using this procedure.  
 
This policy has been introduced in line with the Public Interest Disclosure Act 1998 (which you can 
consult at http://www.legislation.gov.uk/ukpga/1998/23/contents ) to enable workers to raise issues 
of concern in an appropriate manner. 

 
2. Purpose  
 
This policy aims to:  
 

• Encourage workers to feel confident in raising concerns.  

• Establish a fair and impartial investigative procedure.  

• Provide avenues for workers to raise concerns and receive appropriate feedback.  

• Ensure that workers receive a response to concerns and are aware of how to pursue them if 
they are not satisfied.  

• Ensure that workers will be protected from any reprisals or victimisation by the academy, 
provided that there is reasonable belief that the matter disclosed tends to show wrongdoing 
and that the disclosure has been made in an appropriate manner.  

 
St Bede’s welcomes all genuine concerns and will treat issues seriously - this policy explains how to 
raise a concern, the types of activity you should report, the protection we can provide, confidentiality, 
our response and how to take matters further, if necessary.  
 
UK law protects employees from dismissal, harassment or victimisation if such treatment occurs as a 
result of having made a whistle-blowing disclosure considered to be in the public interest. In addition 
to the employer’s liability, the individual who subjects the employee to such treatment may also be 
held personally liable.  

 

http://www.legislation.gov.uk/ukpga/1998/23/contents
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It is important to the school that any fraud, misconduct or wrongdoing by employees or governors of 

the school is reported and properly dealt with. The governing body will, therefore, respond to all 

individuals who raise any genuine concerns that they may have about the conduct of others in the 

school, which are in the public interest. This policy and procedure sets out the way in which 

individuals may raise any concerns that they have and how those concerns will be dealt with. 

 

2.1 The school expects the highest standards of conduct from all employees and governors and 

will treat seriously any concern raised about illegal or improper conduct; 

 

2.2 any individual covered by this policy will be expected, through agreed procedures and without 

fear of recrimination, to bring to the attention of the Headteacher (or the Chair of Governors 

if the concerns relate to the Headteacher) any serious impropriety or breach of procedure;  

 

2.3 employees who do not follow the steps identified in this procedure or other agreed internal 

procedures, and take their concerns to other outside sources (e.g. the press), may be subject 

to a formal disciplinary investigation; 

 

2.4  this policy does not form part of any employee’s contract of employment and it may be 

amended at any time. The school may also vary any time limits as appropriate in any case. 

 

3. Timing 

 

The whistleblowing procedure should normally be conducted within the timescales laid down in this 

document. However, if there is a valid reason to do so, timescales can be varied. If this is initiated by 

management, the employee should be given an explanation if this occurs and informed when a 

response or meeting can be expected. Delays should not normally exceed 10 working days. 

 

4. What to raise concerns about 

 

The Public Interest Disclosure Act lists matters about which concerns can be raised, provided they are 
in the public interest, which are as follows  
 
a) That a crime has been committed, is being committed, or is likely to be committed.  
b) That a person has failed, is failing, or is likely to fail to comply with any legal obligation to which 

they are subject. 
c) That a miscarriage of justice has occurred, is occurring, or is likely to occur.  
d) That the health and safety of an individual has been, is being, or is likely to be endangered.  
e) That the environment has been, is being or is likely to be damaged.  
f) That information tending to show any of a) to e) above has been concealed or is likely to be 

deliberately concealed.  
N.B. This is not an exhaustive list. 

 

Particular concerns that may fall within the terms of this policy include, for example, breach of a code 

of conduct, wilful maladministration and corruption, misuse of funds, theft or fraud. We anticipate 

that disclosure will most likely relate to the actions of employees, contractors, and casual or agency 

staff, but they may also relate to the actions of a third party. 
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5. Assurances to workers 

 

You may feel that the only way you can raise your concerns is if we protect your identity. We will 

respect your confidentiality as far as we possibly can but there are times when we cannot guarantee 

this, for example, where a criminal offence is involved or if there are child protection or adult 

safeguarding issues. 

 

If a worker requests that their identity is protected, the academy will not disclose it unless required 

to do so in law. If the situation arises where the academy is unable to resolve the concern without 

revealing the worker’s identity (for instance because the worker’s evidence is needed in court), the 

academy will discuss with the worker how the matter should proceed. However, it must also be stated 

that if a worker chooses not to disclose their identity it will be much more difficult for the Academy to 

look into the matter or to protect your position or to give you feedback. Accordingly, while we will 

consider anonymous reports, it will not be possible to apply all aspects of this policy for concerns 

raised anonymously. 

 

The employee has no responsibility for investigating the matter; it is the school’s responsibility to 

ensure that an investigation takes place: 

 

5.1 where the concerns are about safeguarding children or young people, the school’s designated 

senior person for Child Protection must be notified. 

  

5.2 It is a procedure in which the Headteacher or Chair of Governors will be expected to act swiftly 

and constructively in the investigation of any concerns in accordance with the school’s 

disciplinary procedure.  

 

5.3 Concern about a colleague’s professional capability should not be dealt with using this policy. 

 

6. When should it be used? 

 

This policy and procedure is for disclosures about matters other than a breach of an employee’s own 

contract of employment. If an employee is concerned that their own contract has been, or is likely to 

be breached, he/she should use the school’s grievance procedure. 

 

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 whistleblowing legislation. 

 

Recent changes to the law - A qualifying disclosure means any disclosure of information that in the 

reasonable belief of the worker is made in the public interest. This is why an employee will generally 

be precluded from being able to ‘blow the whistle’ about breaches of his or her own employment 

contract. 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 allegation, disciplinary action is likely to be appropriate only where 

there is clear evidence that the employee has misused this policy.  
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6.1 This policy and procedure is not designed to replace or be used as an alternative to the school’s 

grievance procedure, which should be used where an employee is only aggrieved about their 

own situation. This policy and procedure will also not apply where the employee simply 

disagrees with the way the school is run; 

 

6.2 employees must have reasonable grounds for believing the information they have is accurate 

and not just idle gossip or rumour; 

 

6.3 an employee who makes such a protected disclosure has the right not to be subjected to 

detrimental treatment which includes, dismissal, disciplinary action, threats or other 

unfavourable treatment, because he/she has made a disclosure, provided it has not been 

made maliciously. Any employee who uses this policy and procedure will not be penalised for 

doing so. The employer will not tolerate harassment and/or victimisation of any employee 

raising concerns; 

 

6.4 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 Headteacher 

or professional association/trade union; 

  

6.5   financial regulations require that any suspicion of fraud, corruption or other financial 

irregularity is reported to the Headteacher (or the Chair of Governors if the concerns relate to 

the Headteacher) for possible investigation;  

 

6.6 the school must notify EFA, as soon as is operationally practical based on its particular 
circumstances, of any instances of fraud, theft and/or irregularity exceeding £5,000 
individually, or £5,000 cumulatively in any academy financial year. Any unusual or systematic 
fraud, regardless of value, must also be reported. 
 

7. Principles 

 

7.1 Any matter raised under this policy and procedure will be investigated thoroughly, promptly, 

consistently, fairly and confidentially. Whilst the school will aim to keep the employee 

informed of the progress of the investigation and likely timescales sometimes the requirement 

for confidentiality will prevent full information about the investigation and any consequential 

disciplinary action from being disclosed; 

 

7.2 no employee will be victimised for raising a matter under this policy. This means that the 

continued employment and opportunities for future promotion or training of the employee 

will not be prejudiced because he/she has raised a legitimate concern; 

 

7.3 victimisation of a worker for raising a qualified disclosure will be a disciplinary offence; 

 

7.4 if misconduct is discovered as a result of any investigation under this policy the matter will be 

considered under the school’s disciplinary procedure, in addition to any appropriate external 

measures; 

 

7.5 maliciously making a false allegation is a disciplinary offence; 
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7.6 an instruction to cover up wrongdoing is in itself a disciplinary offence. If told not to raise or 

pursue any concern, even by a person in authority, employees should not agree to remain 

silent. 

 

8. Procedure 

 

Stage one - notification 

 

8.1 In the first instance, we encourage the worker (the Representer) initially to raise your concern 

internally – this allows the Academy the opportunity to right the wrong and give an 

explanation for the behaviour or activity. We also advise staff to report any allegation to their 

line manager or Headteacher. We recognise that your first actions will depend upon the 

seriousness and sensitivity of the issues and who you believe to be involved. We advise that 

you make it clear that you are raising your concerns under the Academy’s whistleblowing 

arrangements – this will help managers respond in line with this policy. If he/she believes the 

Headteacher to be involved, then the employee should proceed straight to the Chair of 

Governors. 

 

Concerns are better submitted in writing – we need the background and history of your 

concern, giving names, copies of any documents, dates and places (where possible). We would 

like you to explain why you are concerned about the situation – we do not expect you to prove 

the truth of an allegation but you will need to show that there are sufficient grounds for your 

concern. 

 

8.2 If the Headteacher/Chair of Governors believes the concern to be genuine and that it is 

appropriate to use the Whistleblowing procedure, The Headteacher/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 Assessor). 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.  

 

Employees are not encouraged to make disclosures anonymously. Proper investigation may 

be more difficult or impossible if further information cannot be obtained from the employee. 

It is also more difficult to establish whether any allegations are credible.  

 

Anonymous whistleblowing referrals will be considered at the discretion of the officers 
handling your concern, in consultation with the service area, where appropriate. This 
discretion will be based on the:  
 

• seriousness of the issues raised;  

• credibility of the concern;  

• likelihood of confirming the allegation from an attributable source;  

• evidence base.  
 
8.4 We will acknowledge your whistleblowing disclosure within 5 working days. Within the next 

10 working days we will write and explain how we propose to deal with the matter. The 
whistleblower will be:  
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• given an estimate of how long it will take to provide a final response;  

• told if further investigation is required, and if not, why not (where appropriate);  

• given details of support mechanisms;  

• advised of the investigating officer (the Assessor) (where appropriate);  

• advised how we will inform you of progress;  
 

Stage two – the meeting 

 

8.3 The Assessor will interview the Representer within ten working days, in confidence, or earlier 

if there is an immediate danger to loss of life or serious injury and will: 

 
• Obtain as much information as possible from the Representer about the grounds for 

the belief of malpractice;  

• Consult with the Representer about further steps which could be taken;  

• Inform the Representer of appropriate routes if the matter does not fall within the 
Academy’s Whistleblowing Procedure;  

• Report all matters raised under this procedure to the Chair of Governors.  
 

At the interview with the Assessor, the Representer may be accompanied by a recognised 

trade union representative or a work colleague. The Assessor may be accompanied by a note 

taker. Recordings are not permitted. 

 

Stage three – the outcome 

 

8.4 Within ten working days of the interview, the Assessor will recommend to the Headteacher, 
or the Chair of Governors, one or more of the following:  

 

• The matter be investigated internally by the academy. 

• The matter be investigated by an external person appointed by the academy.  

• The matter be reported to the Department for Education.  

• The matter be reported to the Police.  

• No further action be taken.  
 

8.5 The grounds on which no further action is taken may include:  
 

• The Assessor is satisfied that, on the balance of probabilities, there is no evidence that 
malpractice has occurred, is occurring or is likely to occur;  

• The matter is already (or has been) the subject of proceedings under one of the 
academy’s other procedures or policies;  

• The matter concerned is already the subject of legal proceedings, or has already been 
referred to the police, an external investigator, the Department for Education or 
another public authority.  

 

8.6 Should it be alleged that the Headteacher is involved in the alleged malpractice, the Assessor’s 

recommendation will be made to the Chair of Governors. 
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8.7 The recipient of the recommendation (Headteacher or Chair of Governors) will ensure that it 

is implemented unless there is good reason for not doing so in whole or in part. Such a reason 

will be reported to the next meeting of the Governing Body and to the Assessor. 

 

8.8 The conclusion of any agreed investigation will be reported by the Assessor to the Representer 

in writing within twenty-eight days and a copy passed to the Headteacher/Chair of Governors 

if they are not acting as Assessor. 

 

8.9 The Representer may at any time disclose the matter on a confidential basis to a solicitor or 

trade union representative for the purpose of taking legal advice. 

 

9. External contacts  
 
9.1 Whistleblowing to an external body without first going through the internal procedure is 

inadvisable without compelling reasons. A reason may be that the Representer is not content 
with the conclusion of the Assessor. In particular, this means being careful about what is said 
to the media. Compelling reasons could be the involvement of the senior managers, serious 
health and safety issues or possible discrimination. The external bodies which could be used 
include:  
 

• The Department for Education  

• Member of Parliament  

• National Audit Office  

• Health and Safety Executive  

• Police.  
 

9.2  If you do not feel able to raise your concern in the ways outlined above, you should consult 

the Public Interest Disclosure Act for information about other routes by which a disclosure 

may be made. 

 

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

 

10.1 If a member of staff, other than the Headteacher, 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 

Headteacher. 

 

11. Malicious Accusations  
 
11.1  Deliberately false or malicious accusations made by a Representer will be dealt with under the 

schools disciplinary procedure.  
 
11.2  The academy will ensure the Representer is protected from any form of victimisation or 

discrimination. 

 

12. Safeguarding children and young people 

 

12.1 Separate to the obligations under this policy, all employees have a duty to report concerns 

about the safety and welfare of pupils/students; 
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12.2 concerns about any of the following should be reported to the school’s designated senior 

person for Child Protection: 

 

• 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 

 

12.3 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. 

 

Generally  

 

The legislation protecting individuals who make 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. 

 

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. 

 

13.  Taking the matter further  

        

13.1 If you have genuine concerns about how we have handled your whistleblowing disclosure you 
can raise this with the investigating officer(s). We hope that you will reach a suitable 
conclusion  

 
13.2  We would like to remind you that employees are not to report any Academy related issues to 

the media – to do so may be considered a breach of the Academy’s Disciplinary Policy and 

Code of Conduct. 

 

14.  Monitoring 

 

The Academy’s Governing Body will monitor the effectiveness of this policy. 

 

 

 


