[Charity Logo and company number]



Whistle Blowing Policy

Please insert your Charity Logo and company number in the Header on page 1, name of policy, when it was last updated and page number in the Footer from page 2 onwards, and any relevant details such as organisation name and relevant job titles in the document body, at the points indicated in [brackets].

Review Frequency: 3-yearly
Person Responsible for this Policy: Head of People and Culture
 Example of table of amendments to be included at the start of each policy:
	CHANGE
	NAME
	DATE

	Previously included in employee handbook
	[Relevant Staff Name and Job Title]
	January 2019

	Removed from handbook to create a stand-alone policy and updated.
	[Relevant Staff Name and Job Title]
	July 2021

	Updated to include the safeguarding audit recommendations
	[Relevant Staff Name and Job Title]
	May 2022

	Annual review. Change to 3-yearly review frequency. Reformatted to fit with standard OY policy format. No changes to content.
	[Relevant Staff Name and Job Title]
	3rd July 2023



Overview	
Employees are often the first to realise that there may be something seriously wrong within an organisation. However, they may choose not to voice their concerns because they feel that speaking up would be disloyal to their colleagues, or to the organisation. They may also fear harassment or victimisation. Sometimes employees may feel that it is easier to ignore the concern, rather than report what may just be a suspicion of wrongdoing. 

[Organisation Name] encourages all employees and others with concerns, of any sort, to come forward and this can be done by speaking with your line manager. However, for serious concerns about any aspect of the organisation, this policy aims to support team members to come forward and voice those concerns. It is recognised that certain cases will have to proceed on a confidential basis. 

[Organisation Name]‘s Complaints, Disciplinary and Grievance Policy is in place to enable you to lodge a grievance relating to your own employment. This whistle blowing policy is intended to cover concerns that fall outside the scope of other procedures, such as something that is unlawful, against the organisation’s policies, falls below established standards of practice, puts other people in, or at risk of, serious harm, or amounts to improper conduct.

This policy should be read alongside [Organisation Name]‘s Complaints, Disciplinary and Grievance Policy and [Organisation Name]’s Staff Code of Conduct.

Purpose
This policy document makes it clear that employees can do something without fear of reprisals. This Whistleblowing Policy is intended to encourage and enable employees to raise concerns within the organisation, rather than overlooking a problem.

Scope
This policy applies to all [Organisation Name] staff.



Policy
[Organisation Name] works hard to ensure that we have a culture which encourages the challenge of inappropriate behaviour and conduct, even if this does not meet the whistle-blowing threshold. The [Organisation Name] code of conduct defines the appropriate and expected standards of practice, conduct and behaviour for all employees. 

Employees are protected by law when whistleblowing in any of the following circumstances:
· a criminal offence, for example fraud
· someone’s health and safety are in danger (including safeguarding of children and young people)
· risk or actual damage to the environment
· a miscarriage of justice
· the organisation is breaking the law, for example does not have the right insurance
· you believe someone is covering up wrongdoing

Personal grievances (for example bullying, harassment, discrimination) are not covered by whistleblowing law (unless your particular case is in the public interest) and so should be raised under the relevant policies. If you are unsure whether your complaint counts as whistleblowing, you can raise it and ask the person investigating to decide.



Safeguards

Harassment or Victimisation 
[Organisation Name] recognises that the decision to report a concern can be a difficult one to make, not least because of fear of reprisal from those responsible for the wrongdoing. [Organisation Name] will not tolerate harassment or victimisation and will take action to protect you when you raise a concern in good faith.  As a whistle-blower you are protected by law; you should not be treated unfairly or lose your job because you ‘blow the whistle’. This does not mean that, if you are already the subject of disciplinary or redundancy procedures, those procedures will be halted as a result of your whistleblowing. 

Confidentiality 
[Organisation Name] will do its best to protect your identity when you raise a concern and do not want your name to be disclosed. It must be appreciated that the investigation process may reveal the source of the information and a statement by you may be required as part of the evidence. 

Anonymous Allegations 
You must say straight away if you do not want anyone else to know it was you who raised the concern. This policy encourages you to put your name to your allegation. Concerns expressed anonymously are much less powerful, but they will be considered at the discretion of [Organisation Name].
In exercising the discretion, the factors to be taken into account would include: 

· The seriousness of the issues raised
· The credibility of the concern
· The likelihood of confirming the allegation from attributable sources. 

Untrue Allegations 
If you make an allegation in good faith, but it is not confirmed by the investigation, no action will be taken against you. If, however, you make allegations that are malicious, or simply to cause anger, irritation or distress, disciplinary action may be taken against you. In this instance, reference would be made to the bullying and harassment policy. 

Raising Concerns

As a first step, you should normally raise the concerns with your line manager and/or the line manager of the person you are raising the concern about. This depends, however, on the seriousness and sensitivity of the issues involved and who is thought to be involved in the wrongdoing. For example, if you believe that management is involved, you should approach a senior member of staff and then in turn the [Relevant Job Title]. 

Where your concern is about the CEO, or where there is something in the nature of the concern which makes approaching the CEO unsuitable, you should instead contact [Relevant Job Title].

Where there is good reason to believe that you cannot raise the concern with anyone within the organisation, you are encouraged to contact the most appropriate external agency based on the nature of the concern. Examples of appropriate external agencies would be LADO, NSPCC, Police, OSCB or OSAB.

Concerns are better raised in writing. You are invited to set out the background and history of the concern, giving names, dates and places where possible, and the reason why you are particularly concerned about the situation. The earlier you express the concern, the easier it is to take action. 

Although you are not expected to prove the truth of an allegation, you will need to demonstrate that there are sufficient grounds for your concern. 

How [Organisation Name] will Respond

The action taken by [Organisation Name] will depend both on the nature of the concern and the advice of the most appropriate investigating agency. 

The matters raised may then: 
· Be investigated internally 
· Be referred to the police 
· Be referred to LADO.
· Referred to or be investigated by another appropriate third party.

Concerns or allegations which fall within the scope of specific procedures will normally be referred for consideration under those procedures. Some concerns may be resolved by agreed action without the need for investigation.

Within 10 working days of a concern being received, the organisation will write to you: 

· Acknowledging that the concern has been received
· Indicating how it proposes to deal with the matter 
· Giving an estimate of how long it will take to provide a final response
· Telling you whether any initial enquiries have been made 
· Telling you whether further investigations will take place, and if not, why not.

The amount of contact between the manager considering the issues and you, will depend on the nature of the matters raised, the potential difficulties involved, and the clarity of the information provided. If necessary, further information will be sought from you. You will not have a say in how the complaint is dealt with, or what the outcome will be.

When any meeting is arranged, you have the right, if you so wish, to be accompanied by a Trade Union Representative or a work colleague who is not involved in the area of work to which the concern relates. 

[Organisation Name] will take steps to minimise any difficulties which you may experience as a result of raising a concern. For instance, if you are required to give evidence in criminal or disciplinary proceedings, [Organisation Name] will advise you about the procedure. 

[Organisation Name] accepts that you need to be assured that the matter has been properly addressed. Thus, subject to legal constraints, you will receive information about the outcomes of any investigations.

If you are not satisfied with how the complaint has been handled, you should raise this with a member of the  [Relevant Team Name] who will review the case. Alternatively, you may contact a prescribed person or body (as per government guidelines) if you believe your concern was not taken seriously, or the wrongdoing is still going on, this includes the Advisory, Conciliation and Arbitration Service (Acas), the whistleblowing charity “Protect”, or your trade union for more guidance.







Appendix 1 – Example Whistleblowing Escalation Flow Chart


External Escalation (e.g. LADO, NSPCC, Police, OSCB, OSAB)




Progression Coaches or Coordinators

Where there is good reason to believe that you cannot raise the concern with anyone within the organisation, you are encouraged to contact the most appropriate external agency based on the nature of the concern.
Management Team

Senior Leadership Team

CEO
Head of People and Culture (where CEO isn’t appropriate)
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