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Context 

The Public Interest Disclosure Act 1998 ("the Act") came into force on 1 January 1999.  It provides 

employees with legal protection against dismissal or detriment for raising concerns about matters in 

the public interest.  The Act seeks to ensure that any person suspecting malpractice knows how to 

raise concerns and what procedures are in place to deal with the concern. 

Statement of Intent 

 

Beacon Academy is dedicated to ensuring that standards of openness, probity and accountability 

within the School are high and that all statutory regulations and requirements are complied with.  It 

will take seriously any concerns relating to malpractice within the organisation including suspected 

allegations of:  financial irregularities or fraudulent malpractice; embezzlement; corruption; 

bribery; dishonesty; creating or ignoring a serious risk to health, safety or the environment; 

potential failures to safeguard students including poor or unsafe safeguarding practices; failure to 

comply with a legal obligation; a miscarriage of justice; criminal activities; serious abuse or fraud.  

 

Serious malpractice may involve governors, managers, colleagues/clients or suppliers of goods and 

services to the organisation. 
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Definitions  

Whistleblowing inside the workplace is defined as the reporting by workers of wrongdoing, such as 

fraud, malpractice, mismanagement, breach of health and safety law, any action that may put the 

health, safety or welfare of any child at risk, or any other illegal or unethical act either on the part of 

the management, the board of trustees or fellow employees.  Workers may include volunteers, 

contractors, outside agencies or others. 

A “Whistleblower” is an individual who discloses confidential information regarding an employee, 

which relates to some danger, fraud or any illegal or unethical conduct which is connected within 

the workplace. It is not meant in a pejorative sense and is entirely consistent with the 7 principles of 

public life first set out by Lord Nolan in 1995 and included in the Ministerial code and applies to 

anyone who works as a public office-holder. 

A “nominated governor” is the governor identified by the governing body as the point of contact for 

whistle blowing queries.  Beacon Academy has nominated the Chair of Governors. 

Aims 

In line with the legislative framework outlined in Section 1 of this policy, Beacon Academy will: 

• Provide the “whistle-blower” with the help and support they need to speak up and feel 

confident that they can do so safely. 

• Take all concerns seriously. 

• Ensure that they are dealt with promptly and fairly. 

• Seeks to balance the need to allow a culture of openness against the need to protect other 

employees against vexatious allegations or allegations which are not well-founded. 

Beacon Academy has, therefore, introduced this procedure to enable you to raise your concerns 

about serious malpractice which are in the public interest at an early stage through internal Trust 

procedures. 

1. Legal Framework 

 

1.1. This policy and procedures document takes into account the following legislation and 

associated regulations: 

• The Public Interest Disclosure Act 1998 

• The Education Act 2002 

• Academies Financial Handbook 2015  

• Academies Accounts Direction 2014 2015 (SORP 2005) 

• Working Together to Safeguard Children 2015  

• Keeping Children Safe in Education 2015 
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2. Procedures: 

2.1 This policy applies to all employees of Beacon Academy, including; casual workers, apprentices 

home-based workers and agency workers engaged by the Academy. 

2.2 Whistleblowing is distinct from both complaints, which can be defined as an expression of 

personal dissatisfaction, and employment disputes or grievances that an individual may have.  This 

procedure should not be confused with the procedure on dealing with harassment at work or 

Beacon Academy Grievance and Disciplinary procedures.  A whistle-blower is not usually directly or 

permanently affected by the concern.  They are a witness, not a complainant. This procedure is not 

for anonymous complaints and should not be used to raise individual concerns regarding terms and 

conditions of employment. 

 

3. How to Raise a Concern 

3.1 Beacon Academy encourages the Whistle Blower to raise the matter internally in the first 

instance to allow those school staff and governors in positions of responsibility and authority to right 

the wrong and give an explanation for the behaviour of activity.  All concerns will be listened to and 

taken seriously.  If you are in any doubt whether a concern is valid, you should report it and the 

academy can decide to what extent it needs to be investigated.   

3.2 Beacon Academy has designated a number of individuals to specifically deal with any concerns of 

malpractice and the Whistle Blower is invited to decide which of these individuals would be the most 

appropriate person to deal with this matter.   

Ms Anna Robinson Headteacher  By contacting the Headteacher’s  PA. 

Mr Nigel Gourlay Chair of Governors By contacting the Clerk to the Governors 

Mr S Berhane  Deputy Headteacher By contacting the Deputy Headteacher’s PA. 

The HR Department. 

The line manager. 

3.3 Alternatively if the Whistle Blower considers the matter too serious or sensitive to raise within 

the internal environment of the academy, then matters relating to financial or management 

malpractice can be directed in the first instance to the Auditors appointed by the Trustees, Knill 

James, 1 Bell Lane, Lewes BN& 1JU 01273 480480 who will ensure every effort to respect the 

confidentiality of the Whistle Blower. 

3.4 If the concerns relate to poor or unsafe practices, potential failure to safeguard students or other 

wrongdoing that could potentially put a child at risk of harm or neglect then you must following the 

Academy’s Safeguarding and Child Protection Policy.  

3.5 Anyone feeling unsure can seek confidential advice at any time from Public Concern at Work, a 

registered charity which advises on serious malpractice in the workplace on 020 7404 6609 or email 

helpline@pcaw.co.uk.  Public Concern at Work is also able to advise whether you can or should take 

the concern further. 
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4. Protected Disclosures 

5.1 The law allows employees to raise what it defines as a ‘protected disclosure’ which the employee 

believes to be in the public interest.  In order to be a ‘protected disclosure’, a disclosure must relate 

to a specific subject matter (see below) and must also be made in an appropriate way.  A ‘protected 

disclosure’ must, in the reasonable belief of the employee making it, also be made in the public 

interest and must consist of information and not merely be allegations of suspected malpractice. 

5. Specific Subject Matter 

6.1 If, in the course of employment, an employee becomes aware of information which they 

reasonably believe tends to show one or more of the following, they must use this policy and 

procedure: 

• That a criminal offence has been committed is being committed or is likely to be committed. 

• That an individual has failed is failing or is likely to fail to comply with any legal obligation to 

which they are subject. 

• That a miscarriage of justice has occurred, is occurring, or is likely to occur. 

• That the health and safety of any individual has been, is being, or is likely to be, endangered. 

• That poor or unsafe practices are contributing to, or have the potential to, compromise the 

welfare of a child. 

• That the environment, has been, is being, or is likely to be, damaged. 

• That information tending to show any of the above, is being, or is likely to be, deliberately 

concealed. 

6  Assurances  

• Concerns and allegations raised under the procedure will be treated seriously and 

sensitively, and provided they have been made in good faith will not be reprimanded if they 

are not found to be true. 

• Where practicable, immediate steps will be taken to remedy the situation.  The final 

outcome may take longer, depending on the issue that is raised. 

• We will make every effort to keep your identity confidential, if you wish this to be the case. 

Where this may cause difficulties, (for example, if Beacon Academy is legally obliged to do 

so, for the purposes of seeking legal advice or if you are asked to give evidence), you will be 

told and we will discuss the options with you. 

• No formal disciplinary action will be taken against an employee on the grounds of making a 

disclosure under this policy or procedure.  This does not prevent Beacon Academy from 

bringing disciplinary action against an employee where Beacon Academy has grounds to 

believe that a disclosure was made maliciously or vexatiously, or where a disclosure is made 

outside Beacon Academy without reasonable grounds. 

• Where an employee may have been party themselves to an act of possible gross misconduct 

on which they are now “blowing the whistle” this could be considered in mitigation.  They 

are not however exempt from disciplinary action. 

• Equally, Beacon Academy will not tolerate any harassment, bullying or victimisation of an 

employee by a colleague for making a disclosure and disciplinary action will be taken by   

Beacon Academy against the colleague in question. 

• Disciplinary action may be taken against employees if they contact the media with concerns 

about conduct at work without first following the steps set out in this policy. 
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7  Responding to a Concern 

Having alerted us to the concern, it is our responsibility to investigate the matter quickly.  The initial 

stage will be to interview you, in confidence, and then assess what further action should be taken.  

We will seek to do this within a reasonable period (usually 2 working days) of you raising your 

concern. 

You are encouraged to raise your concern in person, or through your professional association / 

union representative on your behalf, because concerns that are expressed anonymously are difficult 

to investigate. However, the Academy will exercise its discretion in deciding whether to investigate 

an anonymous allegation. The factors taken into account will include:  

 

• the seriousness of the issues raised;  

• the credibility of the allegation; and  

• the likelihood of being able to confirm the allegation from attributable sources.  

 

Usually, the first course of action will be one of the following: 

• an investigation by managers, internal audit, or through a disciplinary process 

• an investigation under other procedures such as Safeguarding and Child Protection. 

• An investigation under procedures designed to deal with allegations made against 

professionals 

• A referral to the police 

• A referral to the external auditor or other external investigation 

• An investigation under other forms of prosecution and inspection such as the protection of 

public health and safety 

• A referral to an independent investigator. 

Any concerns that fall under specific procedures will be followed up as described in their specific 

policy. E.g a concern that relates to the welfare or safety of a child would be investigated under the 

Academy’s Safeguarding and Child Protection Policy. 

We will look into your concern carefully and thoroughly.  We have to be fair to you, but also to any 

others involved.  If someone is potentially being accused of serious misconduct, we have to find out 

their side of the story as well. 

We will respect any concerns you have expressed about your safety or career. 

You may bring a work colleague or trade union representative along with you at any interviews that 

are arranged, providing that person is not involved in the area of work to which the concern relates.  

This person should attend to provide support only, and will not be allowed to become involved in 

the proceedings.  They can however, assist you in putting forward your representations but cannot 

answer questions on your behalf.  

After the initial meeting the Academy will arrange for discreet initial enquiries to be made to decide 

whether an investigation is appropriate and if so, what form it should take.  
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If it is felt that the concern can be resolved quickly, or in a straightforward manner, it will be brought 

to the attention of the appropriate manager.  This may lead to other processes being implemented 

such as the disciplinary procedure. 

Where the matter requires more detailed consideration, either because of the complexity of the 

concern, or the possibility of other proceedings, an investigating officer will be appointed and a 

formal investigation will be carried out.  

 

• The nominated person investigating your complaint will write to you within 10 days of your 

initial meeting to:  

� acknowledge that you concern has been received  

� outline our understanding of what the issues are; and  

� indicate how we propose to deal with the matter. 

 

• If the nominated person decides that it is appropriate for an investigation to be carried out, this 

will either be done by them, or by another designated person who is asked to investigate 

depending on the nature of the concern – the investigating officer. However, it may sometimes 

be necessary for a concern to be referred to the police, an external auditor, or for it to be the 

subject of an independent enquiry. In addition, where it is established that the complaint 

involves issues like bullying or unlawful discrimination, it will be necessary to involve HR. 

 

• If an investigation is carried out, you will always be informed of the final outcome. It might not 

be possible to give you full details of the outcome if it contains personal details of a third party, 

because we have a duty to protect personal information under the Data Protection Act.  

 

Records will be kept of work and actions undertaken throughout the investigation. The investigating 

officer possibly in conjunction with the Governing Body, will consider how best to report the findings 

and what corrective action needs to be taken. This may include some form of disciplinary action or 

third party referral such as the police. 

If Beacon Academy determines that the disclosure does not have sufficient merit to warrant further 

action, you will be notified in writing of the reasons for Beacon Academy’s decision and advised that 

no further action will be taken by Beacon Academy under this policy and procedure. 

 

8. Wider Disclosure 

 

We encourage all staff to follow our internal procedures as outlined in this policy, but understand 

that in some cases you may feel it necessary to take your concerns to outside agencies.  This should 

however, only be done as a last resort.  Staff should only approach external agencies regarding their 

concerns without discussing them internally first if: 

 

• If they are being discriminated against and there is not internal authority that can be 

contacted with trust. 

• They reasonably believe they will be victimised if they follow internal procedures for 

whistleblowing. 

• They believe the concern that they have raised has not been taken seriously or acted upon 

correctly. 
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Staff who take their concerns to external agencies should be careful not to disclose confidential 

information. It is a criminal offence to publish any information which may lead to the identification 

of a member of staff who is subject to an allegation. 

9 What the Academy Asks of You? 

The purpose of this procedure is to enable you to raise your concerns within Beacon Academy in 

confidence, without any fear of reprisal.  We, therefore, ask that: 

• You do not take your concerns outside the Academy other than as stated in this procedure. 

• When raising your concern you declare any personal interest you have in the matter as you 

should raise the matter in the interest of the public and not use this policy for individual 

matters.  

 

10 At the End of the Process 

A record will be made of the nature and outcome of the concern.  These records will be kept by the 

Clerk to the Governors.  The purpose of this record is to ensure that a central record is kept, which 

can be cross referenced with other complaints, in order to monitor any patterns of concern across 

the Academy and to assist us in monitoring the procedure.  This record will not breach 

confidentiality and will be kept in accordance with Data Protection requirements. 

Normally, we will try to let you know, in writing, the results of our assessment/investigation and 

about any action that is proposed, subject to third party rights.  Correspondence will be addressed to 

your home address. Where action is not taken, you will be given an explanation. 

11 Appeal Process 

If you disagree with the decision you may, within two weeks of receiving that notification, request in 

writing, to the Headteacher or, if the matter involves the Headteacher to the Chair of Governors, a 

review of the decision stating your grounds for requesting the review.   

 

12 If you are Treated Unfairly After Whistleblowing 

An individual can take a case to an employment tribunal if they have been treated unfairly as a result 

of whistleblowing. 

Further information can be sought from the Citizen’s Advice Bureau, the whistleblowing charity 

Public Concern at Work, or from an individual’s trade union. 

Any claims of unfair dismissal needs to be made within three months of the investigation ending. 

13  Access to External Bodies 

If, having exhausted internal procedures, an allegation is found to be unsubstantiated, the individual 

raising the concern has the right to access an appropriate official and independent external body.  

An appropriate body might be Beacon Academy’s internal or external auditors, the Education 

Funding Agency, an MP or local Councillor.  Such a step, however, would have serious implications 

for Beacon Academy and should only be taken after very careful consideration.  Advice may be 

sought from ‘Public Concern at Work’ (details above) before taking such action. 


