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Policy aims and scope 
1. Mary Hare is committed encouraging open communication from all those who 

work in the organisation.  We wish staff to feel secure about raising concerns 
and this policy is designed to given staff the opportunity to do so. 
 

2. It does not matter if an individual who raises a concern is mistaken about it – 
staff do not have to prove anything about the allegation they are making but 
they must reasonably believe that the disclosure is made in good faith and 
that the information they have tends to show some malpractice. Employees 
are often the first to realise that there may be something seriously wrong 
within the workplace. However, they may not express their growing concerns 
because they feel that speaking up would be disloyal to their colleagues or to 
the school. They may also fear harassment or victimisation. In these 
circumstances, it may be easier to ignore the concern rather than report what 
may be just suspicion of malpractice and wrongdoing at work. 

 
3. Mary Hare School and its Governing Body are committed to the highest 

possible standards of openness and accountability. In line with this 
commitment, we encourage employees and others with genuine concerns 
about any of the school’s or Governing Body’s work to come forward and 
voice those concerns. This policy makes it clear that employees can do so 
without fear of reprisals. The whistleblowing policy is intended to encourage 
and enable employees to raise such concerns within the organisation rather 
than overlooking the problem. 

 
4. All staff should be aware of who their line manager is and should normally 

discuss concerns with them or another senior member of staff. This policy 
does not replace those avenues, but rather sets out the protection offered to a 
member of staff who raises concerns in good faith. 

 
5. This policy aims to: 

 Give confidence to members of staff about making a disclosure. 

 Provide avenues for employees to raise genuine concerns and receive 
feedback on any action taken. 

 Reassure that steps will be taken to protect from reprisals or 
victimisation for whistleblowing in good faith. 

 Inform staff on how the matter to be taken further if the initial response 
is not satisfying. 

  

Mary Hare School 

Whistleblowing policy 
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What is Whistleblowing? 
 

6. There is a difference between whistleblowing and raising a grievance. 

 Whistleblowing is where an individual has a concern about a danger, 
illegal issue or malpractice that threatens staff, pupils or members of the 
public.  

 A grievance is a complaint that generally relates to an individual’s own 
employment position or circumstances at work.   

 
7. Whistleblowing in this policy, will be referred to as “making a disclosure”. The 

wrongdoing will typically (although not necessarily) be something they have 
witnessed at work. 

  
8. To be covered by whistleblowing law, a worker who makes a disclosure must 

reasonably believe two things: 
 

1. That they are acting in the public interest. This means in particular that 
personal grievances and complaints are not usually covered by whistleblowing 
law.  
 
2. A worker must reasonably believe that the disclosure tends to show past, 
present or likely future wrongdoing falling into one or more of the following 
categories:  

 criminal offences (this may include, for example, types of financial impropriety 
such as fraud)  

 poor or unsafe practice 

 safeguarding, or child protection concern relating to the conduct of staff 

 failure to comply with an obligation set out in law  

 miscarriages of justice  

 endangering of someone’s health and safety  

 damage to the environment  

 covering up wrongdoing in the above categories  
 

9. Whistleblowing law is located in the Employment Rights Act 1996 (as amended 
by the Public Interest Disclosure Act 1998). It provides the right for a worker to 
take a case to an employment tribunal if they have been victimised at work or 
they have lost their job because they have ‘blown the whistle’. 

 

Examples of concerns 

10. This list illustrates the kind of issues that would be considered as malpractice 
or wrong doing that could be raised under this whistleblowing policy. 

 Poor or unprofessional practice by a member of staff, which results in a 
pupil not getting the same quality of service which is available to others; 

 Improper/unacceptable behaviour towards a pupil which could take the 
form of emotional, sexual or verbal abuse, rough handling, oppressive or 
discriminatory behaviour or exploitative acts for material or sexual gain; 

 Any unlawful activities, whether criminal or in breach of civil law; 

 Fraud, theft or corruption; 



 
 

24 Whistleblowing policy Sept16 Page 4 

  

 Concerns regarding possible breaches of Health and Safety Regulations; 

 Harassment, discrimination, victimisation or bullying of employees and/or 
pupils; 

 Leaking confidential information; 

 Undertaking of undisclosed private work which may conflict with duties and 
responsibilities, or which is being carried out during work time; 

 Inappropriate contact with members of the public within school facilities, or 
during work time; 

 Taking inappropriate gifts or inducements; 

 Inappropriate use of external funding or school budget. 
 

Raising a concern 
11. Concerns should normally be raised with the employee’s immediate line 

manager or the Principal.  If the concern is of a safeguarding or child 
protection concern, this should be raised with the Designated Safeguarding 
Lead and should follow the school’s Safeguarding and Child Protection Policy. 
This depends, however, on the seriousness and sensitivity of the issues 
involved and who may be involved in the malpractice. For example, if it is 
believed that a line manager is involved, the concern should be addressed to 
the HR Manager, DSL or the Principal. If the concern is that the Principal may 
be involved, the Chair of Governors should be approached. 
 

12. Alternatively, disclosures or concerns can be made anonymously.  To do this, 
capture the concern in writing, the nature of the concern and why the 
employee believes it to be true, and the background and history of the 
concern (giving relevant dates where possible) and seal it in an envelope with 
the name of the recipient, marked ‘confidential’.  Disclosures for the Chair of 
Governors can be made in the same way and be confidentially passed 
through the Clerk to Governors. 

 
13. Concerns are better raised in writing. Employees are advised to set out the 

background and history of the concerns, giving names, dates and places, 
where possible, and the employee’s reason why they have a particular 
concern about the situation. The earlier the concern is expressed, the easier it 
is for action to be taken. 

 
14. Although employees are not expected to prove the truth of an allegation, they 

will need to demonstrate to the person contacted that there are sufficient 
grounds for initial enquiries to be made. 
 

15. The school is committed to treat all disclosures consistently and fairly and 
ensuring that all disclosures made will be dealt with appropriately, 
consistently, fairly and professionally. 

 
16. The action taken by the Senior Management or governing body will depend 

on the nature of the concern. The matters raised may: 

 be investigated internally; 

 be referred to the police or in respect of child protection to the LADO; 
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 form the subject of an independent enquiry. 
 

17. In order to protect individuals, the school and the governing body, initial 
enquiries will be made to decide whether an investigation is appropriate and, 
if so, what form it should take. Concerns or allegations that fall within the 
scope of specific procedures (e.g. child protection or discrimination issues) 
will normally be referred for consideration under those procedures. Some 
concerns may be resolved by agreed action without the need for an 
investigation. 

 
18. When any meeting is arranged to discuss concerns, employees have the 

right, if, they so wish, to be accompanied by a work colleague who is not 
involved in the area of work to which the concern relates and who also could 
not be called as witness. 
 

19. A note should be made to whether the whistleblower has requested 
confidentiality. 
 

20. A summary record of any meeting should be kept and a copy provided to the 
whistleblower. 
 

21. Support will be offered throughout the investigation for the whistleblower, with 
access to mentoring, advice and counselling.  MHS understands that it can be 
hard to speak up and support may be required to help rebuild trust and 
relationships in the workplace. 
 

22. The school and governing body accepts that employees need to be assured 
that the matter has been properly addressed. Thus, subject to legal 
constraints, employees will receive information about the outcome of any 
investigations 

 

Disclosures of a Child Protection nature 
23. If the concern is about another member of staff, or about poor or unsafe 

practice they are required to refer this to the Principal, or DSL. They will then 
(where appropriate) discuss the allegation with the Local Authority Designated 
Officer (LADO).  Where the concern is about the Principal this should be 
referred to the Chair of Governors (contact via the Clerk to Governors). 
 

24. If, at any point, there is a risk of immediate serious harm to a child a 
referral should be made to children’s social care, or the police (on 999) 
immediately.  Anybody can make a referral. Where referrals are not made by 
the DSL, staff must inform the DSL as soon as possible 

 
25. Please read the school’s policy on Safeguarding and Child Protection Policy 

for further guidance and contact numbers. 
 

Confidentiality  
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26. All concerns will be treated in confidence and every effort will be made not to 
reveal the identity of an individual who raises a concern if that is their wish. 
There may be good reasons why a member of staff wishes their identity to 
remain confidential. MHS cannot guaranty confidentiality. However, it is 
considered best practice to maintain that confidentiality, unless required by 
law to disclose it. 

 
27. Anonymous information will be just as important for MHS to act upon. Staff 

need to be aware that the ability to ask follow up questions or provide 
feedback will be limited if the whistleblower cannot be contacted.  

 
28. Staff should be made aware that making a disclosure anonymously means it 

can be more difficult for them to qualify for protections as a whistleblower. 
This is because there would be no documentary evidence linking the worker 
to the disclosure for the employment tribunal to consider.  

 

Victimisation 
29. Any victimisation of whistleblowers at MHS will not be tolerated.  MHS is 

committed to deal with any victimisation seriously, consistently and fairly.  
This could result in disciplinary action. 

 

Malicious allegations 
30. If an employee makes an allegation in good faith, but it is not confirmed by the 

investigation, no action will be taken against either employee. If, however, an 
employee makes a malicious or vexatious allegation, disciplinary action may 
be taken in accordance with the School’s Disciplinary Procedure. 

 

Other whistleblowing channels 
31. Ideally staff will feel able to use the avenues described in this policy to make a 

disclosure.  With good practice and a culture of openness we hope to 
efficiently deal with any concern or disclosure.  However, there may be 
circumstances where they feel unable to. One option for external disclosures 
of this type is prescribed persons. Prescribed persons are mainly regulators 
and professional bodies but include other persons and bodies such as MPs.  
For MHS this would be: 

 Ofsted, Tel: 0300 123 3155, email: whistleblowing@ofsted.gov.uk  

 The NSCPP whistleblowing helpline is available for staff who do not feel 
able to raise concerns regarding child protection failures internally.  Staff 
can call 0800 028 0285 – line is available from 8:00am to 8:00pm, Monday 
to Friday and email help@nspcc.org.uk  
  

32. Other external contact points: 

 Relevant professional bodies or regulatory organisations; 

 Solicitors; 

 The Police; 

 Other bodies prescribed under the Public Interest Disclosure Act 1998 
e.g.: 

- The Audit Commission for England and Wales 

mailto:whistleblowing@ofsted.gov.uk
https://www.gov.uk/government/news/home-office-launches-child-abuse-whistleblowing-helpline
mailto:help@nspcc.org.uk
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- Data Protection Registrar 
- Serious Fraud Office 
- Environment Agency 
- Health and Safety Executive 

 
33. If employees do take the matter outside the school or governing body, 

employees need to ensure that they do not disclose confidential or privileged 
information. Where confidential or privileged information is inappropriately 
disclosed, they may be subject to disciplinary action. Employees considering 
such action should make themselves aware of Part IVA of the Employment 
Rights Act 1996 ‘Protected Disclosures’ as inserted by the Public Interest 
Disclosure Act 1998. 

 

What happens if a whistleblower believes they have been unfairly 
treated? 

34. If a whistleblower believes that they have been unfairly treated because they 
have blown the whistle they may decide to take their case to an employment 
tribunal. The process for this would involve attempted resolution through the 
Advisory, Conciliation and Arbitration Service (Acas) early conciliation service.  

 
35. Information can be found at: www.acas.org.uk/conciliation and the Acas 

helpline can provide further advice.  
 

36. The Acas helpline details are:  
 

Telephone: 0300 123 1100  
Textphone: 18001 030 0123 1100  
Monday to Friday, 8am to 8pm  
Saturday, 9am to 1pm 

 

http://www.acas.org.uk/conciliation
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