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Ouwr Shared Vision

Working together to provide a safe; inclusive learning erwironment where

1.

1.1

1.2

2.1

INTRODUCTION

The school is committed, to the highest possible standards of
openness, probity and accountability. This policy provides a means
Furthermore, to enahble those who wish to raise serious concerns to
he able to do so in @ way that will not he seen as heing disloyal to
their colleagues or to the school.

This policy makes it clear that ‘whistleblowers’ can raise concerns
in the public interest without fear of victimisation, or subsequent
discrimination or disadvantage. The aim is to encourage and
enahle employees to ruise serious concerns within the school rather
than overlooking the problem or reporting the matter externally.
This policy ensures that the school complies with its duty under the
Public Interest Discloswre Act 1998.

AIMS AND SCOPE OF THIS POLICY
The Whistleblowing Policy should he used to ruise serious concerns

that fall outside the scope of other procedures, or where employees
may lack the confidence or be too fearful to use these procedures.
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2.2

2.3

2.4

2.5

2.6

This policy should not he used for conduct which can he dealt with
through the schools normal procedures, for example employee
grievances or complaints. Wherever possible issues such as these

This policy is in addition to the school's complaints procedures and
other specifically laid down statutory reporting procedures such as
Safeguarding proceduwres and Teachers standards Regulations.

For the purpose of this policy, the term ‘employee will include all
employees of the school. It also applies to volunteers, supply or

premises.

This Policy aims to:

e Encowrnge employees to feel confident in coming forward with
serious allegations;

e provide a means for employees to- make serious allegations
and, receive feedback on any action taken;

. fidentiality ip ired;
e reassure employees that they will he protected from possible

reprisals or victimisation;

e reassure employees that they will suffer no detriment or
Examples of serious concerns that may he reported under the
Whistleblowing policy may include:

e Fraudulent or improper use of the Schools /Trusts money or
assets

e Breach of Health and Safety Policy or pructice including
dangerous pructices at work
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Breach of Child Protection Policy/legislation
Criminal Activity,

Unethical Conduct

Abuse of Authority

Failure to- comply with legal obligations
Maladministration, misconduct or malpractice
Damage to the enwironment
Concealment of any of the ahove

These are examples; the list is not exhaustive

2.7

2.8

3.1

3.2

3.3

Should an employee be unsure whether the conduct they are
concerned ahout constitutes illegal or improper conduct, or is
unswre how to proceed, advice can be sought from their Trade
Union Representative or their immediate line manager. If they
expect their immediate line manager may be involved, then they
should approach the Headteacher or Chair of Governors.

to whistleblowing, the whistleblowing charity ‘Public Concern at
Work www.pcaw.org.uk provides further advice and information.

SAFEGUARDS

The school recognises that the decision to ruise a serious concern
can be a difficult one to make. However, employees who raise
Jear because they are doing their duty to the employer and those
Jor whom you are providing a service.

The school will not tolerate any harassment or victimisation
(including informal pressuwre) and will take appropriate action to
pmted;anemploge@wiwrmse&a,conwnmguod,}wm

influence or be influenced by any employment procedures (e.g.
disciplinary) that may already affect the employee, if they are an
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4.1

5.1

5.2

53

6.1

CONFIDENTIALITY

All concerns will be treated in confidence and every effort will be
However, if the matter is subsequently dealt with through the
school procedures, e.g. the Disciplinary Procedure, the employee
may need to come forwwrd as a witness i the matter is to he dealt
ANONYMOUS ALLEGATIONS

This procedwre encowrnges people to put their name to an

Concerns expressed anonymously are much less powerful but will
he considered at the discretion gf the Council's Monitoring Officer.

In exercising this discretion the factors to he taken into account
would, include:

dwsuwusnes&oj&tlww&w&rawed,,
and, information

HOW TO RAISE A CONCERN

As a first step, an employee should roise a serious concern with
their line manager, headteacher or Chair of Governors. However,
inwolved and who is suspected of the malpractice. For example, if
the employee helieves that management is involved it would be
inappropriate to ruise the matter directly with the headteacher.
For these reasons a runge of alternative reporting methods have
been put in place to enahble the employee to ruise the matter
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6.2

6.3

7.1

1.2

7.3

The range of alternative contacts include:

e Trudes Union or Professional Assotiation representative;
¢ Direct to the Council's Monitoring Officer (Tel. No. 01582-
546291), e-mail whistle@luton.gov.uk.

Serious allegations may be raised orally or in writing. Whether a
written or oral report is made it is important that relevant
information is provided. This includes:

¢ The name of the employee making the allegation and a contact
point. As referred to above it will be more difficult for the school
or Council to pursue issues iff concerns have heen expressed

anonymously;

dates and names and positions of those who may be in a

¢ The particular reason for the allegation and concern.

HOW THE SCHOOL OR COUNCIL MONITORING OFFICER WILL
RESPOND

The school or Council will respond, in every case to an allegation

Where a concern is ruaised with the school, the employee with
whom the concern is first raised (e.g. line manager, headteacher,
chair af governors) is the ‘receiving officer’. The receiving officer
the concern). If, following discussion, the complainant wants to
Jollowing steps:

The receiving, officer will notify the Monitoring Officer by telephone
or e-mail that the allegation has heen made, and give details to the
Monitoring Officer. This is so that the allegation can be registered
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1.4

7.5

7.6

1.7

7.8

7.9

in the Register of Whistleblowing Complaints. The Register is

The Monitoring officer will discuss with the receiving officer the
best way of investigating the allegation. If the allegation relates to
Jraud, or potential fraud or other financial irregularity, the
Monitoring Officer will also discuss this with the Head of Finance.

The Monitoring Officer and the receiving officer will agree on the
method of inwvestigation. IP the Monitoring Officer and the receiving
Officer’s decision will prevuil. In the case of fraud, puterwﬂu%raud
or financial irregularity, the method of investigation will be
determined by the Head of Finance after discussions with the
receiving officer and the Monitoring Officer.

Where the complaint is made direct to the Monitoring Officer, then
the Monitoring Officer, after liaison with any other appropriate
officer(s)" 'will decide if, and how, the matter should be

If the allegation discloses evidence of a criminal offence, the
Monitoring Officer or the Head of Finance may decide to inform the
police.

Some of the allegations may be resolved by intemal action,
without the need for investigation.

Within 10 working days of an allegation heing made, the
Monitoring Officer will write to the employee who raised the
concern (unless they have requested not to he contacted or to he
contacted, in a different way, other than by letter):

e Acknowledging the allegation has been received;
e Indicating how the Council proposes to deal with the matter;

1 An officer may be another employee of the school, in an appropriate position to
investigate the matter and take action.
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7.10

7.1

7.12

7.13

1.14

7.15

e Giving an estimate af how long it will take to provide a final
response;

¢ Indicating whether any initial enquiries have heen made;
e Supplying information or employee support mechanisms; and

e Indicating whether further investigations will take place and, if
not, why not.

Where the allegation has heen made internally and anonymously,
the school/Council will be unahle to communicate what action has
heen taken.

Services HR Team who will support with the instigation of any
disciplinary process.

The amount of contact necessary hetween the employee

Where any meetings are arranged with the employee, the employee
has the right to he accompanied by a trade union representative or

The aim of the policy is to provide an internal mechanism for

ng, | Laating and, lying any loing in the,
workplace. In most cases, it should not be necessary to alert
anyone externally. The law recognises that in some circumstances
it may be appropriate to report concerns to an external body such
as a regulator.

The school will take steps to- minimise any difficulties which the
employee may experience as a result of raising a concern, for
exmpmwﬂwmpiogwwrwwmwmwwmmw
utpporttcrbegmmabout%proceedmg&
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7.16

7.18

8.1

8.2

9.1

The school/Council accepts that employees need to be assuwred that
themaﬁerha&bmpropzr@addressed Thus/ subject to legal
outccrme/o;ﬂang,uwesﬂgunon

Should an employee not be satisfied with any action taken as a
result of raising a concern, they may wish to seek other
independent advice in relation to- whistleblowing, this can be
sought from:

The whistleblowing charity ‘Public Concern at Work
WWW. DCAW. OTG.. UR
The schools Employee Assistance Provider, SAS who provide

confidential advice and support on a wide range of employment
and employee related matters.

CONFIDENTIALITY

The school/Council will keep the identity of the complainant
confidential at all times, unless the complainant requests
otherwise.

A receiving officer will disclose the complainant's identity to the
Monitoring Officer, but to no other employee. A receiving officer
and the Monitoring Officer will not reveal any facts, which could
lead to the discloswre of the complainant's identity. These mawy,
depending on the circumstances, include the complainant's gender
or position in the school.

REGISTER OF ALLEGATIONS

The Council's Monitoring Officer has overull responsibility for the
maintenance and operation of the procedwre. The Monitoring
Officer will maintain a Register aof Allegations made under this
procedure, and the outcomes, and will report as necessary to the
Council's Standards Comumittee. The recording and reporting

procedure will be in a form which ensures confidentiality.
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