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Introduction 
 
▪ The College is committed to operating in an ethical and principled way. The aim of this 

policy and accompanying procedure is to provide workers with a means for raising genuine 
concerns of suspected bribery, breaches of the law and other serious wrongdoings.   
 

▪ The College encourages workers to raise genuine concerns about suspected wrongdoing at 
the earliest practicable stage. This policy and accompanying procedure are intended to 
provide safeguards to enable members of staff to raise concerns about malpractice in 
connection with the College.  
 

▪ This policy and accompanying procedure also aim to encourage workers to raise genuine 
concerns through internal College procedures without fear of adverse repercussions being 
taken against them. The law allows workers to raise such concerns externally and this 
policy informs workers how they can do so. However, a failure to raise a concern under this 
procedure may result in a disclosure losing its protected status under the law.   
 

▪ This policy and accompanying procedure also seek to balance the need to allow a culture of 
openness against the need to protect other workers against vexatious allegations or 
allegations which are not well-founded.  
 

▪ The principles of openness and accountability which underpin legislation protecting 
whistleblowers are reflected in this policy and accompanying procedure. The College is also 
committed to ensuring compliance with the Bribery Act 2010.  

 

▪ Learners at the College are also encouraged to raise genuine concerns about suspected 
wrongdoing by making a complaint to Student Support Services. This policy and procedure 
is designed for the use of workers of the College.   

   
Definition of Whistle blowing 
 
There is no legal definition of ‘whistle blowing’. The term ‘whistle blowing’ has been used when 
an employee (or ex-employee) publicly disclosed wrongdoing within an organisation. Such 
wrongdoing can include fraud and financial irregularities, serious misconduct arising from the 
deliberate authorisation of improper conduct, unethical activities which may be of a criminal 
nature and dangerous acts or omissions which create a risk to health, safety or the 
environment.  It does not include mismanagement, which may arise from, for example, weak 
management rather than malpractice.  
 
Lord Borrie QC has defined whistle blowing as "… the disclosure by a worker (or professional) 
of confidential information which relates to some danger, fraud or other illegal or unethical 
conduct connected with the workplace, be it of the employer or of his fellow workers". 
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Purpose 
 
The Public Interest Disclosure Act 1998 protects employees who report wrongdoing within the 
workplace but it is the aim of this policy to ensure that as far as possible our employees are 
able to tell us about any wrongdoing at work which they believe has occurred or is likely to 
occur. 
 
The College recognises that employees may not always feel comfortable about discussing their 
concerns internally, especially if they believe that the College itself is responsible for the 
wrongdoing.  The aim of this policy is to ensure that employees are confident that they can raise 
any matter with the College that concerns them in the knowledge that it will be taken seriously, 
treated as confidential and that no action will be taken against them. 
 
Scope 
 
The policy applies to all ‘workers’ as defined by the Public Interest Disclosure Act 1998 as 
amended by the Enterprise and Regulatory Reform Act 2013, other than students who are 
covered by the students’ complaints procedure.  In the context of the policy and procedure 
documents ‘Individual’ is seen to mean ‘worker’ as defined by the PIDA 1998 as amended by 
the ERRA 2013. 
 
The Public Interest Disclosure Act 1998 
 
The act will protect ‘workers’ who disclose information in the correct manner, from dismissal or 
penalisation by their employers.   
 
The Public Interest Disclosure Act protects disclosure if the employee can show one or more of 
the following: 
 
▪ that a criminal offence has been committed, is being committed, or is likely to be committed;  
▪ that a person has failed, is failing or is likely to fail to comply with any legal obligation to 

which s/he is 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 damaged; 
▪ that information tending to show any matter falling within any one of the preceding 

paragraphs has been, is being or is likely to be deliberately concealed. 
 
It is now accepted that the term includes both the raising of the matter internally as well as a 
wider disclosure.  
 
If it becomes clear that the procedure has not been invoked in the public interest, for example 
for malicious reasons or to pursue a personal grudge against another employee, this will 
constitute misconduct and will be dealt with in accordance with the terms of the College’s 
Disciplinary Procedure. 
 
Responsibility and Authority 
 
Corporation Members 
 
Corporation members will declare any interests which might conflict with the proper conduct of 
Corporation business.  
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Strategy to reduce the opportunity for fraud and corruption  
 
There are a number of different levels at which the Corporation will combat fraud and 
corruption. They include: 
 
▪ Corporation members will set the tone of the College and commit themselves to tackle 

fraud, corruption and malpractice.  
 
▪ The Corporation itself will be regulated by its Code of Conduct and by keeping an up-to-date 

Register of Members’ Interests. 
 
▪ The Corporation’s Audit Committee will oversee the College’s policies on fraud, irregularity 

and whistleblowing 
 

▪ The Corporation and College management will seek to create and maintain the type of 
culture which encourages employees to raise their concerns without fear. 

 
▪ The College will ensure that there is an alternative to line management, if staff wish to raise 

concerns. We acknowledge that this is particularly important for those staff working closely 
with or within the finance department. 

 
▪ The College will provide the Trade Unions with the opportunity to assist management in 

creating the right culture.   
 
▪ The College will keep a record of all concerns raised under this policy and procedure 

(including cases where the College deems that there is no case to answer and therefore 
that no action should be taken) and will report to the Audit Committee as appropriate. 

 
College Management 
 
The primary responsibility for the establishment and maintenance of procedures to combat 
fraud, corruption and malpractice lies with the Corporation, College management and staff.  We 
believe that creating a climate of openness will lead to a greater level of accountability and 
corresponding employee confidence.  We hope that the active involvement of employees will 
also have the additional benefit of a positive impact on staff morale. 
 
Trade Unions 
 
The College’s recognised trade unions have been involved in developing this policy and 
procedure.  
 
The trade unions will work with the College to enable this policy to operate effectively by 
informing their members of the definition of malpractice and encouraging them to use the 
procedure. College managers will make it clear that another route through which employees 
can raise legitimate concerns is through their union or professional association, if they so 
choose. 
 
External Reporting and Investigation – College duties 
 
The College recognises there may be matters that cannot be dealt with internally and external 
authorities will need to become involved.  Where this is necessary the College reserves the 
right to make such a referral without the employee’s consent. 
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Under the Post 16 Audit Code of Practice (ACOP), when any significant instance of fraud, 
irregularity or major weakness or breakdown in the accounting or other control framework is 
suspected or discovered in the College, the Chair of the Audit Committee and the Chief 
Executive of the Education and Skills Funding Agency must be informed as soon as practically 
possible.  The ACOP also requires that the authority of the Audit Committee to commission a 
special investigation should be included in the Whistleblowing Policy.  Colleges though must not 
commission an investigation until the Chief Executive of Education and Skills Funding Agency 
has been informed and agreed the most appropriate course of action.  
 
Disclosure to external bodies 

 
▪ This policy and procedure has been implemented to allow workers to raise disclosures 

internally within the College. A worker has the right to make a disclosure outside of the 
College where there are reasonable grounds to do so and in accordance with the law.  

 
▪ Workers may make a disclosure to an appropriate external body prescribed by the law. This 

list of ‘prescribed’ organisations and bodies can be found in information on the GOV.UK 
website. 
 

▪ Workers can also make disclosures on a confidential basis to a practising solicitor or 
barrister.  
 

▪ If a worker seeks advice outside of the College, they must be careful not to breach any 
confidentiality obligations or damage the College’s reputation in so doing. 
   

▪ The NSPCC whistleblowing helpline is available for staff who do not feel able to raise 
concerns regarding child protection failures internally. Staff can call 0800 028 0285 - line is 
available from 8:00 AM to 8:00 PM, Monday to Friday and email: 
help@nspcc.org.uk<mailto:help@nspcc.org.uk 
 

Further assistance for workers  
 
▪ The College will not tolerate any harassment or victimisation of workers who make 

disclosures. If, at any stage of this procedure a worker feels that they are being subject to 
informal pressures, bullying or harassment due to making a disclosure, they should raise 
this matter, in writing, to the Head of HR.  
 

▪ A worker making a disclosure may want to confidentially request counselling or other 
support from the College’s Employee Assistance Programme. They can do so confidentially 
by telephoning 0800 030 5182   
 

▪ Workers can also contact the charity Protect the UK’s whistleblowing charity for 
confidential advice on whistleblowing issues. Contact details are as follows:  

 
The Green House 
244-254 Cambridge Heath Road 
London E2 9DAWhistleblowing Advice Line: 020 3117 2520 

https://protect-advice.org.uk/  
 
 

https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/183340/11-641-blowing-the-whistle-to-a-prescribed-person.pdf
https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/183340/11-641-blowing-the-whistle-to-a-prescribed-person.pdf
mailto:help@nspcc.org.uk%3Cmailto:help@nspcc.org.uk
https://protect-advice.org.uk/
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Policy Review  

  Author 
 
Rachel Gage & Gillian 
McPherson 
 

  Position 
 
Head of HR & Clerk to     
Corporation 

Approved by Corporation 
 

Signed:  

Approval date 
 
25th March 2021 

Review date 
 
25th March 2023 
 

Document Control – Revision History (Policies only) 

 

Author/Owner Summary of Changes Date Date last 

reviewed 

by SED 

Recommend 

to SED 

Y/N 

 

Steve Chattell & Jo 

Farrant 

Updated to reflect option for staff to contact the NSPCC 

Whistleblowing helpline in respect of Safeguarding concerns where 

they feel unable to raise with employer or feel concerns are not 

being addressed. 

07.03.18 24.02.16 N 

Rachel Gage Updated to reflect change in highest HR post job title; Employee 

Assistance Programme details rather than Occupational Health for 

confidential support; Name, Telephone number and contact details 

of charity recognised nationally for workers to contact for support.  

Was Public Concern at Work (PCAW) now called Protect.  

08.03.21 24.02.16 N 

 
  Initial Equality Impact Screening 
 

  Have you consulted on this policy?      Yes  
  Details: consulted with Trade Union 
 

  What evidence has been used for this assessment?  Employment Law 
 

  Could a particular group be affected differently in either a negative or positive way?  Indicate Y where applicable 

  Group   Negative impact Positive impact Evidence 
  Age    
  Disability    
  Gender (incl. Transgender)    
  Race  (incl. Gypsy &Traveller)    
  Religion or belief    
  Sex    
  Sexual orientation    
  Marriage & civil partnership    
  Pregnancy & maternity    
  Other groups (see guidance)    

  Please give details: 
 

  If any negative impacts are identified, are there any related polices, services, strategies, procedures or functions that need to be  
  assessed alongside this screening?  If yes, please detail below: 
 

  Should the policy proceed to a full Equality Impact Assessment? No 
  If no, please give reasons: no negative impacts identified. 

 
  Declaration 
  We are satisfied that an initial screening has been carried out on this policy and a full Equality Impact Assessment is not required.  
 
  We understand that the Equality Impact Assessment is required by the College and that we take responsibility for the completion and  
  quality of this assessment  
 
  Completed by Author: S Chattell & J Farrant            Position:  Head of HR & Clerk to Corporation          Date: 01.02.16 
                  
 
  Reviewed by Safeguarding, Equality & Diversity Group:                                                                                   Date: 24.02.16 

 

  Comments from Safeguarding, Equality & Diversity Group Review 

 


