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Introduction
In the Department for Business Innovation and Skills 2015 publication Whistleblowing: Guidance for Employers and Code of Practice, ‘Whistleblowing’ is set out as:

Whistleblowing is the term used when a worker passes on information concerning wrongdoing. In this guidance, we call that “making a disclosure” or “blowing the whistle”.

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

To be covered by whistleblowing law, a worker who makes a disclosure must reasonably believe two things: 

The first is that they are acting in the public interest. This means in particular that personal grievances and complaints are not usually covered by whistleblowing law.

The second thing that a worker must reasonably believe is 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)

· 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

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’.
Aims and scope of this policy

This policy applies to full, part time, casual, and temporary staff and to individuals undertaking work experience in the College or volunteering.

The College is committed to high standards in all aspects of conduct and will treat whistleblowing as a serious matter. Statutory protection is provided by the Public Interest Disclosure Act 1998 (“PIDA”) for employees who whistleblow. The Board of Governors is committed to openness, probity and accountability, and members of staff are encouraged to report concerns of conduct which is potentially illegal, corrupt, improper, unsafe or unethical or which amounts to malpractice or is inconsistent with College standards and policies.

For advice on whistleblowing contact Protect (formerly Public Concern at Work) on 020 7404 6609 or see https://www.gov.uk/whistleblowing
Reportable matters would include for example:
· unlawful conduct;
· miscarriages of justice in the conduct of statutory or other processes;
· failure to comply with a statutory or legal obligation;
· behaviour in breach of the Counter Terrorism Act 2015 including attempts at radicalisation;
· potential maladministration, misconduct or malpractice;
· health and safety issues including risks to the public as well as risks to students and members of staff;
· failure to address safeguarding concerns or the mishandling of referrals;
· action that has caused or is likely to cause danger to the environment;
· abuse of authority;
· unauthorised use of public or other funds;
· fraud or corruption;
· breaches of financial regulations or policies;
· mistreatment of any person;
· action that has caused or is likely to cause physical danger to any person or risk serious damage to College property;
· sexual, physical or emotional abuse of members of staff or students;
· unfair discrimination or favouritism;
· racist incidents or acts, or racial harassment; and

· any attempt to prevent disclosure of any of the issues listed.

Safeguarding against reprisal, harassment and victimisation

The  Board of Governors  will  not  tolerate  harassment  or  victimisation  of members of staff when matters are raised in  accordance  with the PIDA provisions. Any member of staff who victimises or harasses another as a result of their having raised a concern in accordance with the whistleblowing policy will be dealt with under disciplinary procedures.

Confidentiality

The College recognises that members of staff may want to raise concerns in confidence. If requested to, the College will protect the identity of a whistleblower subject to due process and legal requirements.
Anonymous allegations

Anonymous allegations will not normally be considered unless it is related to the welfare of young people and/or adults at risk. In relation to determining whether an anonymous allegation will be taken forward the Principal will take the following factors into account:

· the seriousness of the issue raised;
· the credibility of the concern; and
· the likelihood of confirming the allegation from attributable sources, and obtaining information provided.

Unsubstantiated, false and malicious allegations

If after inquiry an allegation cannot be substantiated the matter will be closed and no further action taken unless the allegation was malicious and/or vexatious or made for personal gain. In that instance disciplinary action will be taken against the individual making the false allegation(s). 
Safeguarding and Child Protection

All employees, workers and volunteers should be aware of their duty to raise concerns where they exist about the management of Child Protection, which may include the attitude or actions of colleagues. If it becomes necessary to consult outside the College, they should speak in the first instance to the LADO (Local Authority Designated Officer) following the Safeguarding Policy. Whistleblowing regarding the Principal in relation to safeguarding should be made to the Chair of Governors whose contact details are available from the Principal’s PAs.

Satisfaction

If the whistleblower is not satisfied with the College’s response to concerns raised they may refer the matter to the Chair of Governors or any of the following:

· The Education and Skills Funding Agency (ESFA)
· The Internal Audit Service

· The External Auditor

· A Trade Union

· Local Citizens Advice Bureau

· Relevant professional body or regulatory organisation

· The Police

· NSPCC Whistleblowing helpline 0800 028 0285 help@nspcc.org.uk
· Protect (formerly Public Concern at Work) advice line 020 3117 2520
PROCEDURES

Initiation
Concerns should be raised with the Principal, or, if the Principal is implicated, the Chair of Governors.
Within ten, term time working days of a concern being raised the whistleblower will receive a written acknowledgment that the concern has been received, an outline of what steps are to be taken, timescales for a response, what enquiries have been made, and any future enquiries required. The whistleblower will also be informed of any support available and any confidentiality constraints.
Any individual about whom any allegation is made will be informed of the nature of the allegation in writing and informed of the process to be followed. 
Investigation
The Principal, or Chair of Governors if the Principal is implicated, will assess the claim(s) and if appropriate appoint an Investigating Officer to conduct an investigation. The Investigating Officer may be an independent person contracted to act for the College specifically, or may be an officer of the College (including the Principal). The procedure will follow that set out in Section 7 of the Colleges’ Disciplinary Policy and Procedures, or, where an allegation is made against a member of the Senior Leadership Team (including the Principal) then Part A – Discipline and Conduct of the Conditions of Service Handbook for Senior Post Holders shall be followed. 
Reporting
Cases of whistleblowing whether investigated or not will be reported to the Audit Committee and Chair of Governors.

A written report of the findings of any investigation will be presented to the Principal, the subject of the claim and, at the Principal’s discretion, the whistleblower.

Outcome
If necessary the College’s disciplinary policies will be invoked.
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