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1. PURPOSE AND SCOPE 

We aim always to conduct our business with the highest standards of integrity and honesty. 

We expect all our employees to maintain the same standards in everything they do. We 

therefore encourage anyone to report any perceived wrongdoing by the College or its 

employees or contractors that fall short of these business principles. 

This procedure aims to assist us in the early detection of any inappropriate behaviour or 

practices within our organisation and to provide all employees with the relevant information 

so that they understand the procedure to follow when raising concerns about any 

malpractice within the College which they believe has occurred, or is likely to occur. The 

policy complies with the Public Interest Disclosure Act 1998.  

We wish to create an atmosphere of openness in which employees feel confident that they 

can raise any reasonable concern about College activities with us in the knowledge that it 

will be taken seriously, treated as confidential and that no action will be taken against them 

for raising the matter.  
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Employees should use the procedure set out below if they have any concerns at all about 

wrongdoing at work, including any criminal offence, a failure to comply with legal 

obligations, a miscarriage of justice, a health and safety danger, an environmental risk, 

breach of food safety and/or hygiene, breach of duty to protect vulnerable people in our 

care, breach of equal opportunity, not acting professionally or honestly in meeting the needs 

of our learners. 

This policy and procedure applies to all employees. It aims to protect those who make a 

'protected disclosure' either during their employment and also after this has ended. 

For a disclosure to be protected it must reasonably appear to the employee that it is in the 

’public interest‘.  

The whistleblowing procedure is not meant to be another mechanism for employees to raise 

private grievances about their personal employment situation. The College's Grievance 

Procedure is already in place to deal with such matters. Nor is this policy intended to be 

used to question financial or business decisions taken by the College, nor as a means of 

reconsidering any matters that have already been addressed under our bullying and 

harassment, grievance, disciplinary or other procedures. 

The policy covers any malpractice within our business and includes: 

 a criminal offence 

 the breach of a legal obligation or any statutory Code of Practice 

 a miscarriage of justice 

 a danger to the health and safety of any individual 

 a breach of Safeguarding legislation 

 an environmental risk 

 any attempt to conceal any of the above. 

Employees are encouraged to raise their concerns at the earliest possible opportunity. By 

being alerted to any potential malpractice at an early stage we can take the necessary steps 

to safeguard the interests of all employees and protect our business. The employee does 

not have to be able to prove the allegations, but should have a reasonable and genuine 

belief that the information being disclosed is true: some allegations may prove to be 

unfounded, but we would prefer the issue or concern to be raised, rather than run the risk 

of not detecting a problem early on. 
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This procedure encourages staff to put their names to allegations, but the College will 

sometimes investigate allegations made anonymously. In deciding whether to investigate 

an anonymous allegation, the Investigating Officer will consider the seriousness of the 

matter, whether the allegation is believable, and whether an investigation can be carried out 

based on the information provided.It must be appreciated that it will be easier to follow up 

and to verify complaints if the individual is prepared to give their name, and unsupported 

anonymous complaints and allegations are much less powerful and therefore will be treated 

with caution. 

 
2. PROCEDURE 
 

 
2.1 Raising a Concern of Malpractice 

An employee who is concerned about any form of malpractice should, in the first instance, 

raise the issue with their manager (College Leadership Team Member). This can be done 

either verbally or in writing. 

If the individual feels they cannot raise the alleged malpractice with their manager, for 
whatever reason, the issue should be referred to the HR Manager or a senior manager. 

If a matter has been raised but the individual is still concerned, or if the issue is so serious 

that the individual feels they cannot discuss it with either their manager, the HR Manager or 

a senior manager, they should contact the Clerk to the Governing Body. 

 
The person receiving the concern is not required to adjudicate the matter in any way 
whatsoever. They should: 

 
a) listen carefully to the concern, taking full notes as appropriate to record a verbal 

concern or to amplify any specific points raised in a written one; 
 
b) advise the person raising the concern that the matter will be treated 

seriously and that it will be forwarded for investigation and that the 

outcome will be reported back to them as soon as possible after the 

investigation has been completed; 

 
 

The person receiving the concern must forward it to the designated investigating 

officer as soon as is practicable and certainly within 5 working days. They are 

responsible for ensuring strict confidentiality is maintained on the subject. Any 

breaches of confidentiality on either side will be treated as a serious disciplinary 

matter. 
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 2.2 Investigating a Concern of Malpractice 

 
The College has designated the Clerk to the Governing Body and the Human Resources 
Manager as suitable persons to receive whistleblowing concerns. Either of these persons 
may be contacted in the first instance and will act as Investigating 

Officer. If either the Clerk to the Governing Body or the Human Resources Manager were 
implicated in the allegation then the matter should be referred to the Principal who will 
designate a member of the Senior Leadership Team to act as 
an Investigating Officer. 
 
Investigating Officers who are assigned responsibility for receiving allegations are suitably 
trained in how to respond to information or evidence that is received. These officers have 
the authority to make decisions on how to proceed with the allegation and ensure it is 
properly documented. 

 

Upon receipt of a concern the Investigating Officer is required to: 

 
a) Inform the Principal and/or the Chair of the Governing Body of the allegation.  In 

case of alleged fraud the Chair of the Audit Committee should also be informed. 
b) Upon receipt of a concern, respond in a reasonable and appropriate manner. This 

may involve, in the first instance, making internal enquiries. It may be necessary to 
carry out an investigation which may be formal or informal, depending on the 
nature of the concern raised. 

c) A confidential meeting may be arranged and the employee may ask a work 
colleague to act as a companion. 

d) Where such investigation involves outside agencies (eg the police) this may cause 

some delay in the investigation  

e) In discussion with either the Principal and/or the Chair of the Governing 

Body investigate the allegation. 

f) As far as possible, the person raising the concern will be kept informed of the 
outcome of any enquiries and investigations we conduct and what action, if any, 
has been taken.  Individuals will not be informed of any matter which would 
infringe on the duty of confidentiality to others 

g) Inform the Principal and/or the Chair of the Governing Body of the outcome of 
the investigation within 10 working days 

 
On conclusion of the investigation the Principal and/or the Chair of the Governing 
Body shall determine what, if any, further action should be taken. Once this 
determination has been made the Investigating Officer shall inform the whistleblower 
of the outcome. 

 
Depending on the nature of the concern or allegation and whether or not it has been 
substantiated, the matter will be reported to the Governing Body and/or the relevant 
funding agency, where required or appropriate  
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3. PROTECTION 

 

We undertake that no employee who makes a bone fide report under this procedure will be 

subjected to any detriment as a result and we will not condone any form of victimisation, 

bullying or other detrimental treatment of anyone who has raised a concern under this 

policy.  

If any individual believes that they are being subjected to any detrimental treatment, 

bullying or harassment by any person within our business (including by their work 

colleagues and co-workers) as a result of their decision to invoke this procedure, they must 

inform the HR Manager immediately and appropriate action will be taken to protect them 

from any reprisals.  

Any victimisation, bullying or detrimental treatment will be dealt with under our disciplinary 

policy. 

If it should become clear that the procedure has not been invoked in good faith, for example 

for malicious reasons or to pursue a personal grudge against another employee, this will 

constitute misconduct and will be dealt with under our disciplinary policy.  

Under the Public Interest Disclosure Act 1998, disclosures to persons outside our business 

should only be made if the individual honestly and reasonably believes the allegation to be 

true. The making of malicious allegations relating to our activities to external persons will 

constitute gross misconduct and disciplinary action (up to and including dismissal) and/or 

legal action may be taken against the whistleblower. 

 
4. External Advice 

 

Public Concern at Work is a charity with the objective of promoting compliance with the law 

and good practice and can advise on the best course of action. It offers free confidential 

advice to any individual who is unsure whether to raise an issue under this policy, or who 

needs advice as to how to do it.  

If the matter is serious and our internal procedures have been exhausted, individuals may 

then contact the appropriate regulating authority relevant to the matter in question e.g: 

 the police 

 the Health and Safety Executive (HSE) 

 Her Majesty’s Revenue and Customs (HMRC) 

 the Financial Conduct Authority (FCA).  

We also reserve the right to make such a referral without the whistleblower’s consent. 
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Should the whistleblower be unhappy with the College’s internal procedures he/she has a 
right of access to the appropriate external agency, for example, the Health and Safety 
Executive and or OFSTED. 
 

  OFSTED Whistleblower Hotline (0300 123 3155). 

 

Unless there are extenuating circumstances, external agencies would usually 

require a whistleblower to have put their allegations through the College’s relevant 
procedures in the first instance. 
 

5. Access to Governing Body 

 
An employee who has raised a concern and who is not satisfied that their concern has 
been properly dealt with by the designated investigating officer, has the right to raise it 
in confidence with the Chair or Vice Chair of the Governing Body and to receive a written 
response within 10 working days. 
 

6. Key Contacts at the College 

 
The Clerk to the Governing Body is Lisa Keay, email lisa.keay@southdevon.ac.uk.  
tel07976901967. The Human Resources Manager is Kelly Sooben, email 
kelly.sooben@southdevon.ac.uk tel (01803) 540479. 
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