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Whistle Blowing Policy 
 
The School adheres to the procedures and obligations in relation to whistleblowing as legislated for, for 
example, in the Public Disclosure Act 1998 that enable staff to raise concerns relating to wrongdoing or 
dangers at work.  ‘Whistleblowing’ is the disclosure of information which relates to suspected 
wrongdoing or dangers at work.  This may include (amongst other things): 
 

• Crime 

• Health and Safety 

• Child Welfare 

• Damage to the environment 

• Failure to comply with any legal obligation or regulatory requirements 

• Bribery 

• Financial fraud or mismanagement 

• Negligence  

• Unauthorised disclosure of confidential information  

• The deliberate concealment of any of the above matters  
 
All staff must acknowledge their individual responsibility to bring such matters of concern to the 
attention of the Head or the designated School Governor. Although this can be difficult it is particularly 
important where the welfare of children may be at risk. These procedures may be used by anyone 
employed by the school who has genuine concerns in relation to any wrongdoing at work, such as any 
of the above matters.  This includes any concerns about suspected inappropriate conduct of an employee 
towards a pupil or another member of staff (not yourself). 
 
Inappropriate conduct includes, but is not confined to: 
 

• Bullying or humiliation 

• Contravening health and safety regulations  

• Serious breaches of the school’s code of ethical practice 

• Professional practice that falls short of normally accepted standards 
 
This procedure should not be used for complaints relating to your own personal circumstances, such as the 
way you believe you have been treated at work.  In those cases you should use the School’s Grievance 
Procedure.  If you are uncertain as to whether your concern is within the scope of this policy you should seek 
advice from the Head. 
 
Reasons for Reporting 
 

• Staff will naturally be reticent to report a concern about the conduct of a colleague. However, each 
individual must take responsibility for ensuring that wrongdoing is reported, and that staff and 
pupils are fairly treated. If poor practice is allowed to continue unchecked, it could escalate with 
serious consequences. 

• Your action not only protects the School, its staff, and its pupils, but also deters any suggestion that 
you have colluded with poor practice that you knew was occurring but chose to ignore. 

• Reporting a whistleblowing concern can also support the member of staff who is the subject of 
the concern. Their conduct may result from inexperience or lack of training that can be 
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addressed by the school. 

• Staff who deliberately commit acts of wrongdoing, for example deliberately failing pupils or 
bullying, and who show no remorse or desire to improve are unlikely to welcome being exposed, 
but their conduct has to be confronted for the sake of the pupils and staff, and the reputation of 
the whole school. 

• It is a potential disciplinary offence not to share concerns that subsequently 
are discovered to have been known, but not reported. 

 
Barriers to Reporting 
 

• You may worry that you have insufficient evidence or that your fears are totally misplaced. 

• Starting an unstoppable chain of events. 

• Possible adverse repercussions for your career. 

• Possibility of harassment or victimisation. 
 

These concerns are entirely understandable but you can be re-assured that this reporting procedure 
addresses these issues.  The whistleblowing legislation such as the Public Interest Disclosure Act 1998 
protects employees from reprisals for reporting whistleblowing concerns that are in the public interest.  We 
aim to encourage openness and will support staff who raise genuine concerns under this policy, even if they 
turn out to be mistaken.  Your union or a solicitor can provide you with information about your legal 
position. 
 
Confidentiality and Anonymity 
 
All concerns are treated in confidence and, as far as possible your identity will not be revealed. However, 
absolute confidentiality cannot be guaranteed if, as a result of an investigation, you are required to provide 
a witness statement or attend a court hearing. 
 
The school will fully support you and do all it can to protect you from any harassment or adverse 
repercussions that may arise from whistleblowing.   
 
Staff must not suffer any detrimental treatment as a result of raising a whistleblowing concern.  
Detrimental treatment includes dismissal, disciplinary action, threats or other unfavorable treatment 
connected with raising the concern.  If you believe you have suffered any such treatment you should 
raise this immediately with the School’s Human Resources Team. 
 
Allegations that prove to be deliberately fabricated and malicious will be dealt with through staff disciplinary 
procedures.  However, no action will be taken against any member of staff who raises a genuine concern that 
proves to be unfounded. 
 
Reporting Procedure 
 

• You should voice your concerns, suspicions or uneasiness as soon as you feel you can. The earlier 
a concern is expressed the easier and sooner action can be taken. 

• Try to pinpoint exactly what practice is concerning you and why. 

• You may raise your concerns verbally or in writing to the Head or the designated School 
Governor.  Ideally you should put your concerns in writing, outlining the background and history, 
giving names, dates and places where you can.  You may, if you wish, discuss your initial concerns 
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with any member of the SMT, your immediate line manager or HR for a more informal discussion if 
you are in any doubt. 

• If the Head is the subject of your concern, then speak to the Chairman of the Governors, or to 
the designated governor for Child Protection if the concern is in relation to a pupil, having let 
a member of the SMT know that you are taking such action. 

• A friend, colleague or union representative may accompany you to the meeting if you wish. 

• Ensure that the Head or chair informs you of their proposed action and sets a date for a second 
meeting. 

• Timescales will depend on the complexity of the initial inquiry but the case should not be allowed to 
stall and you should, save in unforeseen circumstances, receive initial feedback with 10 working days. 

• Ask for clarification about confidentiality and ensure you have your wishes regarding the 
protection of your identity recorded. 

• The law recognises that in some circumstances it may be appropriate to report concerns to an 
external body such as a regulator.  We strongly encourage you to seek advice before reporting 
a concern to anyone external.  The independent whistleblowing charity Public Concern at 
Work operates a confidential helpline and has a list of prescribed regulators for reporting certain 
types of concern.  Their contact details can be found at the end of this policy. 
 

Process and Outcome 
 

• The Head or the designated School Governor will make enquiries to establish the facts of the 
matter and whether poor practice or inappropriate conduct has occurred. 

• Members of the school community, including governors, may be asked to provide 
information or advice. 

• External advice from the school’s solicitor or from the Children’s Safeguarding Service 
may be sought. 

• A written record of the conduct, established facts and outcome of the enquiry will be kept. 

• The person who makes the initial report will be kept informed of the progress of the inquiry. 
 
The outcome of the inquiry will be one of the following: 
 

• No poor practice or wrongdoing is established and the case is closed. 

• The case has some substance and the subject of the concern will receive advice and support from 
the school to improve practice. 

• Poor practice or wrongdoing is established and disciplinary proceedings are initiated. 

• The concern is more serious and an investigation is initiated. This investigation may involve 
Social Services or the police. 

 
If at any stage in the process, there is reason to believe that a child is at risk of significant 
harm, the duty officer at Social Services will be informed immediately. 
 
If you raise a concern and you are dissatisfied with the way it is managed, or the outcome, you may contact 
the Chair of Governors. Alternatively you can seek advice from your union or professional association, the 
Area Children’s Officer (Child Protection) on 01227 284682 or Public Concern at Work, a registered charity 
that offers free and confidential advice on workplace malpractice (020 7404 6609). 


