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WHISTLEBLOWING POLICY
The School has adopted this policy and the accompanying procedure on whistleblowing to enable members of staff to raise concerns internally and in a confidential fashion about fraud, malpractice, health and safety, criminal offences, miscarriages of justice, a failure to comply with legal obligations, inappropriate behaviour or unethical conduct. The policy also provides, if necessary, for such concerns to be raised outside the organisation.

About this Policy

The School is committed to conducting its business with honesty and integrity, and expects all staff to maintain high standards. However, all organisations face the risk of things going wrong from time to time, or of unknowingly harbouring illegal or unethical conduct. A culture of openness and accountability is essential in order to prevent such situations occurring and to address them when they do occur. 
The School’s policy on whistleblowing is intended to demonstrate that it:-

· Will not tolerate malpractice;

· Respects the confidentiality of staff raising concerns and will provide procedures to maintain confidentiality so far as is consistent with progressing the issues effectively;

· Will provide the opportunity to raise concerns outside of the normal line management structure where this is appropriate;

· Will invoke the School’s disciplinary procedure in the case of false, malicious, vexatious or frivolous allegations;

· Will provide a clear and simple procedure for raising concerns, which is accessible to all members of staff.

All staff at Boundary Oak School must feel that they are in a safe and supportive environment. This must include the ability to raise concerns about events, and incidents that make staff feel uncomfortable and may well be inappropriate. The procedure contained in this policy will also be addressed both in staff induction training and on an INSET day.
You may be the first to recognise that something is wrong but may not feel able to express your concern out of a feeling that this would be disloyal to colleagues or you may fear harassment or victimisation. These feelings, however natural, must never result in a child or young person continuing to be unnecessarily at risk. Remember it is often the most vulnerable children or young people who are targeted. These children need someone like you to safeguard their welfare. 

“Don't think what if I am wrong — think what if I am right”. 

Reasons for whistleblowing: 
Each individual has a responsibility for raising concerns about unacceptable practice or behaviour 

· To prevent the problem worsening or widening 
· To protect or reduce risks to others 
· To prevent becoming implicated yourself 
The following are examples of wrongdoing that should be disclosed:

· a criminal offence 

· a failure to comply with a legal obligation 

· a possible miscarriage of justice 

· a Health & Safety risk 

· damaging the environment 

· misuse of public or company money 

· corruption or unethical conduct 

· abuse of pupils, students or other users 
· concern about a possible abuse of a pupil not appropriately progressed by DSL

· inappropriate behavior of a member of staff towards a pupil
· deliberate concealment of any of these matters 

· any other substantial and relevant concern.

What stops people from whistleblowing? 
· Starting a chain of events which spirals 
· Disrupting the work or project 
· Fear of getting it wrong 
· Fear of repercussions or damaging careers 
· Fear of not being believed 

How to raise a concern 
· You should voice your concerns, suspicions or uneasiness as soon as you feel you can. The earlier a concern is expressed the easier and sooner it is possible for action to be taken 
· Try to pinpoint what practice is concerning you and why 
· Approach someone you trust and who you believe will respond, if in doubt contact a member of SMT 
· Make sure you get a satisfactory response — don't let matters rest 
· Put your concerns in writing 
· Discuss your concerns with the SMT where appropriate, if it is the Head you are concerned about speak directly to the Proprietor
· A member of staff is not expected to prove the truth of an allegation but you will need to demonstrate sufficient grounds for the concern 
Staff who feel unable to report any concerns to their employer or feel their genuine concerns are not being addressed have other whistle blowing channels open to them. Please see government guidance published here (June 2015): Blowing the whistle to a prescribed person
· Reporting concerns to the media, in most cases will lead to the loss of your whistleblowing law rights. 

· You can be accompanied by a trade union representative or colleague to any meetings that are required. 
· If staff and volunteers feel unable to raise an issue with the School or feel that their genuine concerns are not being addressed, they may use other whistleblowing channels, such as:

Public Concern at Work (an independent whistleblowing charity) (helpline: (020) 7404 6609, email: whistle@pcaw.co.uk, website: www.pcaw.co.uk).

The NSPCC whistleblowing helpline (tel: 0800 028 0285 or email: help@nspcc.org.uk).

What happens next?
· You should be given information on the nature and progress of any enquiries. 
· Your employer has a responsibility to protect you from harassment or victimisation. 
· No action will be taken against you if the concern proves to be unfounded and was raised in good faith. Malicious allegations may be considered as a disciplinary offence. 
· There will be suitable provision for mediation and dispute resolution where necessary.

 Self-reporting 
There may be occasions where a member of staff has a personal difficulty, perhaps a physical or mental health problem, which they know is impinging on their professional competence. Staff have a responsibility to discuss such a situation with their line manager so professional and personal support can be offered to the member of staff concerned. Whilst such reporting will remain confidential in most instances, this cannot be guaranteed where personal difficulties raise concerns about the welfare or safety of children.
Confidentiality

We hope that staff will feel able to voice whistleblowing concerns openly under this procedure. However, if you wish to raise a concern confidentially, we will make every effort to keep your identity secret. If it is necessary for anyone investigating the concern to know your identity, this will be discussed with you. 

If there is evidence of criminal activity then the Police will in all cases be informed.

Anonymous Allegations 
Whenever possible you should put your name to your allegation as concerns expressed anonymously are much less powerful that those attributed to a named individual. However, anonymous allegations will be considered and investigated at the school’s discretion. In exercising discretion, the factors to be taken into account would include: 
· The seriousness of the issue raised 
· The credibility of the concern 
· The likelihood of confirming the allegation from attributable sources 
Further advice and support 
It is recognised that whistle blowing can be difficult and stressful. Advice and support is available from the DSL, Head or Proprietor and/or your professional or trade union.

External Procedures

Where all internal procedures have been exhausted, a member of staff shall have a right of access to an external person/body. This may include (depending on the subject matter of the disclosure) HMRC, the Audit Commission, the Health and Safety Executive and/or the Local Authority Designated Officer (where the disclosure relates to a child protection issue).

It should be noted that under the Public Interest Disclosure Act 1998, there are circumstances where a member of staff may be entitled to raise a concern directly with an external body where the individual reasonably believes :-

· That exceptionally serious circumstances justify it;

· That the School would conceal or destroy the relevant evidence;

· Where they believe they would be victimised by the School;

· Where the Secretary of State has ordered it.

Malicious Accusations

False, malicious, vexatious or frivolous accusations will be dealt with under the School’s Disciplinary Procedure.

Protection from Reprisal or Victimisation

No member of staff will suffer a detriment or be disciplined for raising a genuine and legitimate concern, providing that they do so in good faith and following the Whistleblowing procedures.
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