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Whistle Blowing Policy 

 
Introduction 
 
Whistle blowing at work refers to the reporting by employees of unethical or illegal acts, malpractice 
or mismanagement by colleagues or managers. 
 
Crosby on Eden CE Primary School is committed to going about its business lawfully and welcomes any 
information that may help to stop misconduct or malpractice occurring. 
 
Crosby on Eden CE Primary School acknowledges that employees are often the first to realise that 
there may be something seriously wrong within their school and that the school needs to encourage 
employees and others with concerns, about any aspect of the school’s work, to come forward and 
voice those concerns. Usually these concerns are easily resolved, however, the employee may not 
express their concerns because they feel that speaking up would be disloyal to their colleagues or the 
school. They may also fear harassment or victimisation.  
 
The school is committed to the highest possible standards of openness, honesty, integrity and 
accountability. In line with that commitment, we encourage employees with serious concerns about 
any aspect of the school’s work, to come forward and voice those concerns. It is recognised that 
certain cases will have to proceed on a confidential basis. This Whistle Blowing Policy is intended to 
encourage and enable employees to raise serious concerns within the school rather than overlooking 
a problem or blowing the whistle outside, without fear of reprisals. We would rather that an employee 
raises the matter when it is just a concern rather than wait for proof. 
 
The school recognises that it will often be difficult for an individual to blow the whistle on their 
colleagues, particularly if they have knowingly had involvement in the practices themselves. In such a 
situation, the school will give credit to the whistle blower when deciding what actions to take following 
the investigation. 
 
Whistle Blowing to the media is not appropriate or permitted in any circumstances. 
 
UK Legal Background 
 
The UK Public Interest Disclosure Act (PIDA) 1998 offers a framework of protection against 
victimisation or unfair dismissal for workers who follow specified procedures to blow the whistle on 
criminal behaviour or other malpractice. The Act applies to ‘workers’ who ordinarily work in Great 
Britain (including contractors providing services, most agency workers, home workers and trainees on 
vocational and work experience schemes). 
 
The Act offers protection for those who blow the whistle when: 

- A crime has been, is being, or is likely to be committed 
- Legal obligations have not been, are not being, or are likely not to be met 
- Somebody has been, is being, or is likely to be wrongly blamed for an illegal act 
- A miscarriage of justice has occurred, is occurring or is likely to occur 
- The health and safety of any person or the environment has been, is, or is likely to be in danger 
- Someone conceals information in relation to any of the above. 

 
 
 



 

Purpose 
 
This policy aims to: 
 

- Provide avenues for employees to raise concerns and receive feedback on any action taken 
- Allow employees to take the matter further if they are dissatisfied with a manager’s response 
- Reassure employees that they will be protected from reprisals or victimisation for whistle 

blowing in good faith. 
 
The Grievance Policy is in place to enable employees to lodge a grievance relating to their own 
employment. This whistle blowing policy is intended to cover concerns that fall outside the scope of 
other procedures. 
 
The concern may be something that is: 
 

- Unlawful 
- Against the School’s policies 
- Falls below established standards or practice 
- Has safety or safeguarding implications 
- Amounts to improper conduct. 

 
The Grievance, Disciplinary and Health & Safety procedures should be used where appropriate to 
resolve other matters. 
 
Harassment or Victimisation 

The school recognises that the decision to report a concern can be a difficult one to make, not least 
because of the fear of reprisal from those responsible for the malpractice. The school will not tolerate 
harassment or victimisation and will take action to protect an employee when they raise a concern in 
good faith. 
 
This does not mean that if the employee is already the subject of disciplinary or redundancy 
procedures, that those procedures will be halted as a result of their whistle blowing. 
 
Confidentiality 
 
The school will do its best to protect the employee’s identity when they raise a concern and do not 
want their name to be disclosed. It must be appreciated that the investigation process may reveal the 
source of the information and a statement by the employee may be required as part of the evidence. 
 
Anonymous Allegations 

This policy encourages an employee to put their name to their allegation. Concerns expressed 
anonymously are much less powerful, but they will be considered at the discretion of the school. 
 
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 an employee makes an allegation in good faith, but it is not confirmed by the investigation, no action 
will be taken against them. A deliberately false or malicious accusation made by an employee is a 
disciplinary offence and will be dealt with under the school’s disciplinary procedure, as well as 
potentially exposing the employee to legal liability. 
 
Reporting the concern 
 
In the first instance the employee should raise their concerns with the Headteacher (either in writing 
or verbally). 
 
The Headteacher will arrange a meeting to discuss in further detail the concerns raised. At this 
meeting, and any subsequent meetings relating to the whistle blower’s concerns, the employee may 
choose to invite a Trade Union official or a colleague, employed by Crosby on Eden CE Primary School, 
to accompany them. 
 
If the concern cannot be raised with the employee’s Headteacher, for any reason, it should be raised 
to the Chair of Governors. Should the employee not be able to raise the issue with an appropriate 
person, the concern may be raised with the School Business Manager or alternatively they may seek 
advice from the School’s HR Advisor (System People Limited). 
 
Concerns are better raised in writing. The employee is invited to set out the background and history 
of the concern, giving names, dates and places where possible, and the reason why they are 
particularly concerned about the situation. If the employee does not feel able to put their concern in 
writing, they can telephone or meet the Headteacher/ Chair of Governors/HR (system People). 
 
This person with then be the Investigating Manager. The earlier the employee expresses their concern, 
the easier it is to take action. 
 
Although the employee is not expected to prove the truth of the allegation, they will need to 
demonstrate to the person contacted that there are sufficient grounds for their concern. 
 
The Investigation 
 
The action taken by the school will depend on the nature of the concern. The matters raised may: 
 

- Be investigated internally 
- Be referred to the Police or safeguarding bodies 
- Be referred to the external auditing bodies 
- Form the subject of an independent enquiry. 

 
In order to protect individuals and the school, initial enquiries will be made to decide whether an 
investigation is appropriate and, if so, what form it should take. 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. 
 
Timescales 

Due to the varied nature of these sorts of complaints, which may involve internal investigators and/or 
the Police, it is not possible to lay down precise timescales for such investigations. The Investigating 
Manager should ensure that the investigations are undertaken as quickly as possible without affecting 
the quality and depth of those investigations. 
 



 

The Investigating Manager, should as soon as practicably possible, send a written acknowledgement 
of the concern to the Whistle Blower and thereafter report back to them in writing the outcome of 
the investigation and on the action that is proposed. If the investigation is a prolonged one, the 
Investigating Manager should keep the complainant informed, in writing, as to the progress of the 
investigation and as to when it is likely to be concluded. 
 
The amount of contact between the Investigating Manager and the employee that raised the concern 
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 the employee that 
initially raised the concern. 
 
Appeals 

The employee has a right to appeal against any decision made by the school in relation to this policy. 

The appeal must: 

- Be received by the school within 5 working days of the employee receiving the outcome letter 

- Be in writing 

- Outline the reasons for the appeal 

- Be addressed to the School Business Manager. 

Appeals can be made on the following grounds: 

- The procedure was unfair, and/or the correct procedure was not followed 

- The decision was unfair or perverse because the evidence did not support the decision 

- The action taken was not appropriate 

- There is new evidence that was not available at the original hearing to support the case. 

The purpose of the appeal hearing is to establish if the outcome was appropriate and procedurally 

correct. The appeal will be heard by an appropriate person that has had no previous involvement with 

the case. The appeal hearing will be a review of the decision. If new facts have emerged or there is 

any dispute over facts, it may be necessary to adjourn the appeal hearing to investigate them and 

reconvene the hearing at a later date when this has been completed. Any new evidence must be 

shared with both parties prior to the reconvened hearing. The person  conducting the hearing will 

have the authority to reach the following conclusions or to make other recommendations: 

- Confirm the original outcome and decision 

- Uphold the appeal of the employee if the evidence does not support the original outcome or 

if the conduct of the procedure has been unfair 

- Revise the originally outcome or imposed sanction. 

The decision may be given verbally at the appeal hearing and will, in any event, be conveyed or 

confirmed in writing. The decision following the appeal shall be final and there will be no further 

internal right of appeal. 

An employee who appeals against a decision cannot invoke the grievance procedure in relation to the 

same issues that formed the subject of the appeal so as to have his/her case heard again. 

 

 



 

Roles and Responsibilities 

Manager- As detailed in this procedure, the employee’s Headteacher will usually deal with concerns 

when raised. They may consult with HR and if necessary, make further investigations to establish the 

nature and extent of the issue. 

Human Resources (HR)- HR will provide advice in respect of the application of this procedure. S/he 

will support the manager in the process of making an informed, fair and reasonable decision. S/he will 

ask questions at meetings attended and challenge evidence where required. 

Employee- Will be provided with the opportunity to bring forward information in relation to their 

concerns at any meetings or appeal.  

Representative- This may either be a Trade Union official, or work colleague employed by Crosby on 

Eden CE Primary School. S/he will support and advise the employee and may ask questions but is not 

able to answer questions on behalf of the employee. 

Note Taker- To take notes at meetings. These will be notes of key points and will not be a verbatim 

record. The notes will be provided to both parties who will have their opportunity to submit their 

comments. 

Appeal Manager- Should an employee submit an appeal, an appropriate person will be appointed to 

hear the appeal that has no prior involvement with the case. This person will lead and direct the 

hearing, decide if the employee’s appeal is justified by questioning and challenging all available 

evidence in order to make an informed, fair and reasonable decision. The appeal manager should 

encourage all parties to speak freely to establish all the facts and determine if there are any special 

circumstances to be taken into account. 

Individuals involved in specified roles should not be compromised in fulfilling those duties. For 

example, due to prior knowledge of or involvement in the case or undertaking another role such as 

witness. If there is any concern from any party regarding potential compromise, this should be raised 

with HR. 

Any queries in relation to this policy should be directed to a member of the HR team via admin@crosby-

on-eden.cumbria.sch.uk  
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