Whinless Down Academy Trust

Whistle Blowing
Policy

Summer 2023

‘ a St Martin’s -
P T Vale View
s #¢ P, School




ow
& N

C
$ ’ %
m
z 4
= <
®
«, Ly
(3 &
% l

4,
WG cyaANG®

Whistle Blowing Policy

Summer 2023

Part A - Policy

1 Policy Statement

The School is committed to achieving the highest possible standards of probity and integrity regardingits
practices.

The School recognisesthatitis important forall Employeesto have ameans by which they can raise serious
concerns about any aspect of the operation of the School. The School furtheracknowledgesits obligations
underthe PublicDisclosure Act (1998) to ensure mechanisms are in place through which concernsrelating to
matters of publicinterest can be raised.

The School encourages Employeesto raise any concernsinternally atthe earliest opportunity ratherthan
disregardingissues orraisingthe matterexternally.

The School will address concerns seriously and undertake as much investigation asis necessary given the
circumstances —this may include referral to external agencies.

The School will endeavourto advise an Employee of any actions / outcome arising from a complaintwhere
appropriate.

The School will provide reasonable supportto an Employee who raisesaconcern.
The School will ensure that where aconcernis raised, an Employee will be protected from detriment,
harassment and victimisation. Itis recognised thatin certain casesit may be appropriate to considerconcerns
raised on a confidential oranonymous basis.
This policy and procedure explains:

e The mechanismforraising concerns

e Therange of responsesthe School may take uponreceipt of concerns
e Thesupportand protection available to Employees

2 Scope

This Policy and Procedure appliesto all Employees of Whinless Down AcademyTrust. (This policyalsoappliesto
agency workers, volunteers, contractors and others working on School premises).
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Protect defines whistleblowing as:

‘The raising of a concern either within the work place or externally, about a danger, risk, malpractice or wrong
doing which affects others.’

The Whistleblowing Procedure provides a means for Employees to raise concerns about conduct or situations
which they believe are inappropriate. Concerns mayinclude, butare not limited to:

e Conductwhichis, has beenoris likely to be an offence or breach of law

e Conductthat hasoccurred, isoccurringor is likelyto occur - as a result of which the School fails to comply with
a legal obligation

e Acts or potential acts of fraud / corruption / bribery orthe misuse of publicfunds/ resources

e Miiscarriages of justice

e Past, current or likely health and safety risks

e Concernsaboutany aspectof service provision

e Concernsof a safeguarding/ child protection nature
Failure to have due regard to the need to prevent peoplefrom beingdrawninto terrorism (the ‘Prevent Duty’)

e Unethical or unprofessional conduct that causes concern

e Thedeliberate concealment of information relating to concernslisted above

Concernsrelatingto an individual’s own employment should be raised through the School’s grievance and
harassment procedures.

Employees may raise concerns about the practice of anyone who works foror on behalf the School including:

e AllEmployees

e Governorsand Trustees
Volunteers

e Contractors

Concernsthat Employees have may be raised individually or collectively. If collective concerns are raised staff
should be preparedto give theirown account during any investigation, should this be required.

There is no time limit forraisinga concern —however Employees are encouraged to do so at the earliest
opportunity since it may be difficultto address a matterif a significanttime has elapsed.

3 Adoption Arrangements and Date

This procedure was adopted by the Trust Board of WDAT in May 2023 and supersedes any previous
Whistleblowing Policy and Procedure.

This policy will be reviewed by the Trust Board every 3 years or earlierif thereisaneed. This will involve
consultation with the recognised unions.

4 Responsibilities of the School

e Tofostera culture where Employees can feel confidentin raising concerns
e Toensureconcernsare fully considered, investigated as necessary and action taken as appropriate
To ensure that Employees raising concerns receive feedback on any action taken where appropriate
e To make Employeesaware how they can take matters furtherif they are not satisfied
e Toreassure Employeesthatthey willbe protected against detrimentand reprisal should they raise aconcern
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5 Responsibilities of the Employee

e Toraise concernsonlywhere thereisareasonable suspicion fordoingso

o Notto knowingly raise afalse allegation with malicious orvexatiousintent

e To engage with internal / external actions to address any concerns — by attending meetings and / or
participatingin any investigation

6 Trade Union Representation

Employees may wish to consultand seek guidance from their Trade Union representative before makinga
disclosure underthis procedure.

Employees may be accompanied toany meeting by atrade union representative or workplace colleaguewhois
not involved in the area of work to which the concernrelates.

7 Responsible Officer and Monitoring of Complaints
The Trust Board has overall responsibility for the maintenance and operation of this policy and procedure.

The Exec. Headteacher/CEO will ensure the effective implementation of the whistleblowing arrangements,
providingtraining as appropriate, and undertakean annual audit of the whistleblowing arrangements, reporting
the outcome to the Trust Board.

The Headteacherwill consider:

e Thenumberand types of concernsraised and the outcomes of the investigations.
o Feedback fromindividuals who have used the arrangements
Any complaints of victimisation
e Anycomplaints of failures to maintain confidentiality
e Anyrelevantlitigation
e Thelevel of staff awareness, trustand confidence in the arrangements

Any reporting will notidentify the partiestothe complaint.

Part B— Procedure
8 Raisinga Concern

Wherever possible Employees shouldinitially raise concerns openly with their line manager orthe Headteacher.
If concern israised to a line manager, they will notify the Headteacher.

In instances of serious concern or where the complaintinvolves the linemanager or Headteacher/ complaints
may be raised with the Exec. Headteacher/CEO. Ininstances of serious concern or where the complaintinvolves

the Exec. Headteacher may be raised with the chair of Trustees.

Should the Exec. Headteacher have concerns —these should be raised with the Chairof Trusteesin the first
instance.
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Concerns may be raised verbally orin writing.
A concernraisedinwritingshould:

e Setoutthe background and history of the concern - giving names, dates and places where possible

e Givethereasonwhythe Employee is particularly concerned about the situation

e Forclarityitwould be helpful forthe Employeeto state thatthey wish their concerns to be addressed
underthe whistleblowing procedure

An Employee is not expected to prove the validity of their concern, howeverthey will need to demonstrate that
there are sufficientand reasonable grounds for their complaint. Furtherinvestigation may be hamperedif there
isonly limited evidence to support the concernraised.

An Employee may invite aTrade Union representative to supportthem inraisingaconcern or raise the matter
on theirbehalf orat a subsequent meeting to explore the complaint.

9 How the School will respond

Preliminary enquiries may be made to decide on the appropriate course of action. This may necessitate further
discussion with the Employee who has raised the concern.

On occasion it may not be appropriate forthe person whoreceives the complaint to progress the concernand
the matter may be referred to anotherindividual withinthe School oran external organisation.

It may be possible toresolve some concernsinformally by agreed action without the need forfurtherformal
investigation.

Where itis not possibleto resolve the matterinformally, the action taken by the School will depend onthe
nature of the concernand may include:

e Undertakinganinternal management ordisciplinary investigation
e Referral toan external auditor

o Referraltoanotherregulatory authority

e Referraltothe Police

o Referraltothe Local Authority

Within 10 working days of receipt of any concern, the person progressing the matter will write to the Employee
to:

e Acknowledgethatthe concernhasbeenreceived

e Indicate how and through whom the School proposes to address the matter including whether further
investigation or referral to another organisation will be made

e Give an estimate of how long the investigation will take

e Indicate whether further information will be sought from the Employee and the arrangements for
obtainingthiswhere known

The form of further contact between the Employee and the person progressing the complaint will depend on
the nature of the matterraised and the follow up action required.

In instances where aninvestigation is prolonged orreferral to an external agency takes place —arrangements
will be made to provide the Employee with situational updates as faras is practicable.
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On occasionthe person considering the complaint may determine thatitis notappropriate forfurtheractionto
be taken. This mayinclude where:

e Thereisno evidence that malpractice has occurred

e Thematteris / hasbeenthe subjectof internal proceedings underanother school policy

e The matteris/ has been the subject of external legal proceedings / been referred to another extemal
agency

e Afalse and malicious orvexatious complaint has been made

10 Notification of the Outcome of the Concern

The School recognises thatan Employee raisingaconcern would wish to be assured that the matter has been
fully addressed. Feedback willbe provided onthe outcome of the complaint, wherever possible.

In some circumstances howeverit may not be appropriate or permissible to share this inf ormation (forexample
where legal / disciplinary or regulatory authority action is pending orif sharing information may infringe the
duty of confidence owed to a third party). Where itis not appropriate to provide detailed feedback the
Employee will be advised that the matter has been addressed or concluded asfaras is practicable.

Where a matteris not to be considered further the Employee who raised the complaint will be advised of thisin
writing.

11 How the matter may be taken further

This procedure isintended to provide Employees with amechanismto raise concernsinternally within the
School.

Shouldthis process be exhausted and the Employee feels that matters have not been fully / appropriately
addressed orthat concerns are ongoing they may wish to raise the matter outside of the School.

Appropriate contacts are listed at Appendix 1.

An Employee whointendsto raise aconcern externallyis encouraged to consider carefully whether thisisthe
most appropriate form of action to resolve the issue and whether all reasonable internal steps have been taken.

If a matteris raised outside of the School, an Employee should take all reasonable stepsto ensure that
confidential or privileged informationis not disclosed.

12 Protection and Support for Employees

The School will take reasonable measures to support and protect Employees who raise concerns.

Protection from Detriment

Employeesraising aconcern with reasonable suspicion fordoing so will not be subjectto discrimination,
harassment or victimisation. Should an Employee believe they have been subjectto detriment or retribution
they should report thistothe Chairof Governors who may address the matterin accordance with the School’s
disciplinary procedure.

No action will be taken againstan Employee where concerns raised are subsequently unproven.

Howeverdisciplinary action may be taken againstindividuals who knowingly make ‘false, maliciousand / or
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vexatious allegations.
Should an employee commitacriminal offence in raisinga concern(e.g. acceptingabribe oran act of

corruption) —protection from detriment may be lost and the Employee may be subjecttothe School’s
disciplinary procedures.

Confidentiality

The best way to raise a concernis to do so openly. Openness makesiteasierforthe School to assess and
investigatethe issue. However, itis recognised that there may be some circumstances where an Employee
would prefertoraise a concernin confidence. Employees should make the School aware of thiswhenraising
theirconcern.

Where appropriate every effort and consideration will be given to arrangements to maintain the Employee’s
confidentiality —including off site meetings whereappropriate.

Every effort will be made nottoreveal the Employee’sidentity, without their prior consent, if thisis their wish.
However, in certain cases, it may not be possible to maintain confidentiality if the concern is subjecttoan
external / police investigation where disclosure isrequired. An Employee will be advised should there be a
possibility that their confidentiality cannot be maintained.

Anonymous Concerns

Employees are encouraged to puttheirname to any allegation where possible.

Anonymous allegations willbe considered and investigated at the School’s discretion.

In exercisingthe discretion, the following factors may be considered:

e Theseriousnessoftheissuesraised
e The credibility of the concern;and
e Thelikelihood of confirming the allegation from attributable sources

It should be noted that it may be more difficultto address the concern, supportan Employee oradvise them of
the outcome where aconcern is reported anonymously.

Support

Employees who raise aconcern may wish to make use of the confidential counselling service provided by the
School, if appropriate.

Employees may also wish to consult their professional association or Trade Union if they are a member.
Othersources of supportare providedin Appendix A.

Shouldanemployee be required to give evidence in criminal ordisciplinary proceedings —consideration will be
giventoappropriate support.

13 Other Concurrent Processes

Where a complaintis raised underthe whistleblowing procedure this will notinitself be sufficient to haltany

Page | 7



otherongoing processes relatingto absence, conduct, performance or redundancy.
However, each case will be considered on its merits to ensure that the School is acting reasonably.
14 Record Keeping

Notes may be taken of all meetings with the Employee held underthis procedure. Where notes are taken a copy
will be made availableto the Employee.

All records relating to the management of whistleblowing disclosures will be gathered, processed, held and
sharedinaccordance with the requirements of the General Data Protection Regulations and Data Protection Act
(2018). In certain limited circumstances information may be shared by the school forthe purpose of managing
the disclosure.

Please refertothe School’s Data Protection Policy and Privacy Notice for further details.
A central record of whistleblowing willbe maintained by the Trust Business Manager. This record will include, a

summary of the concernraised, action taken and the resulting outcome. Seniorstaff whoreceive
whistleblowing concerns must ensure the concernisrecorded.
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Appendix A: Contact Details

Contact

Telephone Number

Email / Website

Protect (formerly Public
Concern at Work)

020 3117 2520

www.protect-advice.org.uk

DepartmentforEducation

0370 000 2288

Contact the Departmentfor
Education - Contacttype - DFE
Online Forms

Ofsted

0300 123 3155

whistleblowing@ofsted.gov.uk;

Local Government
Ombudsman

0300 061 0614

www.lgo.org.uk;

Office of Qualifications &
Examinations Regulation

0300 303 3344

Complaints procedure - Ofqual -

GOV.UK (www.gov.uk)

National Child Abuse
Whistleblowing Advice
Line

0800 028 0285

help@nspcc@org.uk;

A comprehensive listing of ‘prescribed persons and bodies’ to which external disclosures may be made is

available at:

www.gov.uk/government/publications/blowing-the-whistle-list-of-prescribed-people-and-bodies--

2/whistleblowing-list-of-prescribed-people-and-bodies;

Employees may also wish toraise a concern with:

e Anelected memberofthelocal authority

e Relevanttrade union or professional association where the employee isamember

A solicitor
e Thepolice

Support for Employees

° Teachers Support Line www.teachersupport.info;
. Trade Union or Professional Association where the employeeisamember
° Citizen’s Advice Bureau www citizensadvice.org.uk
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https://form.education.gov.uk/service/Contact_the_Department_for_Education
https://form.education.gov.uk/service/Contact_the_Department_for_Education
https://form.education.gov.uk/service/Contact_the_Department_for_Education
mailto:whistleblowing@ofsted.gov.uk
http://www.lgo.org.uk/
https://www.gov.uk/government/organisations/ofqual/about/complaints-procedure
https://www.gov.uk/government/organisations/ofqual/about/complaints-procedure
mailto:help@nspcc@org.uk
http://www.gov.uk/government/publications/blowing-the-whistle-list-of-prescribed-people-and-bodies--2/whistleblowing-list-of-prescribed-people-and-bodies
http://www.gov.uk/government/publications/blowing-the-whistle-list-of-prescribed-people-and-bodies--2/whistleblowing-list-of-prescribed-people-and-bodies
http://www.teachersupport.info/
http://www.citizensadvice.org.uk/

