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Whistleblowing policy 
 

Policy statement 

 
This organisation encourages a free and open culture in dealings between its managers, 
employees, and all people with whom it engages in business and legal relations. The 
organisation recognises effective and honest communication is essential if concerns about 
breaches or failures are to be effectively dealt with and the organisation’s success 
ensured. 
 
This policy is designed to provide guidance to all those who work with or within the 
organisation who may from time to time feel that they need to raise certain issues relating 
to the organisation with someone in confidence. This policy has been created in 
accordance with the Public Interest Disclosure Act 1998 (PIDA). 
 
 

Public interest 

 
Workers who in the public interest raise genuine concerns under this policy will not under 
any circumstances be subjected to any form of detriment or disadvantage as a result of 
having raised their concerns. 
 
This policy will apply in cases where a worker genuinely believes that one of the following 
sets of circumstances is occurring, has occurred or may occur within the organisation and 
that it is in the public interest for the employee to disclose it. The matters that may be 
disclosed in this way are: 

 
a. the committal of a criminal offence 
b. a failure to comply with any legal obligation 
c. a miscarriage of justice 
d. a breach of health and safety rules causing danger to any individual 
e. damage to the environment 
f. concealment of information tending to show any matter falling within any one 

of the preceding paragraphs. 
 
 
Fraud and financial misconduct 
 
The organisation is committed to preventing fraud, financial crime and other economic 
wrongdoing. Workers are encouraged to raise concerns about suspected fraud, financial 
mismanagement or dishonesty under this policy. Such concerns will be taken seriously and 
investigated appropriately. The organisation will maintain proportionate procedures and 
controls to reduce the risk of fraud and to support lawful and ethical conduct. 
  



 -3- 

Examples of whistleblowing concerns 

 
Workers should report concerns where they reasonably believe it is in the public interest 
to do so, including (but not limited to): 
 
Criminal or fraudulent activity 
 

• Fraud, theft, bribery or corruption 
• Falsifying financial records, invoices, funding claims or learner data 
• Misuse of public funds, grants or apprenticeship levy funding 
• Deliberate over-claiming for services not delivered 

 
Failure to comply with legal or regulatory obligations 
 

• Breaches of education or training regulations 
• Non-compliance with safeguarding, data protection (UK GDPR), or equality law 
• Failure to meet contractual obligations with funders or regulators 
• Operating without required approvals, licences or accreditations 

 
Health and safety risks 
 

• Unsafe learning environments or premises 
• Failure to address known health and safety hazards 
• Inadequate risk assessments that place learners, staff or the public at risk 

 
Safeguarding and welfare concerns 
 

• Failure to follow safeguarding procedures 
• Ignoring or covering up safeguarding allegations 
• Inappropriate behaviour towards learners or vulnerable individuals 

 
Miscarriage of justice or serious misconduct 
 

• Deliberate suppression of complaints or evidence 
• Retaliation against individuals who raise legitimate concerns 
• Disciplinary action taken to silence staff rather than address wrongdoing 

 
Environmental harm 
 

• Unsafe disposal of waste or hazardous materials 
• Practices that cause environmental damage or breach environmental law 

 
Concealment of wrongdoing 
 

• Deliberately hiding, destroying or altering records to cover up any of the above 
• Pressuring staff not to report concerns 
• Use of confidentiality agreements to improperly silence whistleblowers 
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The following matters are not ordinarily whistleblowing and should usually be raised 
through the organisation’s grievance or HR procedures, unless the worker reasonably 
believes they raise a wider public interest concern: 
 

• Individual employment or HR matters, including pay, benefits, working hours, 
workload, performance reviews, disciplinary action, promotion, flexible working or 
holiday entitlement 

 
• Personality clashes, interpersonal disagreements or management style issues 

 
• Isolated errors, mistakes or minor concerns that do not indicate wrongdoing or risk 

 
• Matters that have already been appropriately investigated and resolved, unless new 

evidence emerges 
 

• Complaints made solely to pursue a personal grievance or advantage 
 

• Rumours, speculation or allegations without a reasonable factual basis 
 
 
 
Reporting whistleblowing 

 
A worker does not need to prove that wrongdoing has happened or will happen. It is 
enough for the worker to have a reasonable belief that the concern is true. A worker must 
not deliberately break the law when making a disclosure. However, a disclosure will still 
be protected even if the information came from the worker’s job or was obtained without 
the organisation’s permission, as long as the worker reasonably believes the disclosure is 
in the public interest and the information is substantially true. 
 
Disclosures must be made in the public interest and not for personal gain. The organisation 
will assess disclosures based on the worker’s reasonable belief at the time the concern 
was raised. 

 
 
 
Procedure 

 

1. If a worker wishes to raise or discuss any issues which might fall into one of the 
categories listed in clause (1), they should contact the organisation’s Head of 
Business to raise the concern. In the absence of the Head of Business, concerns should 
be reported to the organisation’s CEO. The Head of Business/CEO will, insofar as is 
possible, treat the matter in confidence. It is likely that an investigation will be 
necessary and the worker who has made the disclosure may be required to attend an 
investigatory hearing and/or a disciplinary hearing (as a witness). Appropriate steps 
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will be taken to ensure that the worker’s working relationships are not prejudiced by 
the fact of the disclosure. 

 
2. If a worker reasonably believes that the relevant failure relates wholly or mainly to 

the conduct of a person other than someone who works for Apprenticeship Connect, 
then they should make that disclosure to that other person’s employer.  
 

 
3. A worker may make such a disclosure to Protect (https://protect-advice.org.uk/), the 

leading authority on public interest whistleblowing, if they consider that it has an 
interest in the matter and, despite the best efforts of the organisation, the worker 
believes that disclosure within the organisation is inappropriate or has been 
unsuccessful. Disclosures made to workers' legal advisors in the course of obtaining 
legal advice will be protected. 

 
4. Workers should be aware that the policy will apply where they reasonably believe 

that the information disclosed and any allegation contained in it are substantially 
true. If any disclosure concerns information which the worker does not substantially 
believe is true, or indeed if the disclosure is made for personal gain, then such a 
disclosure will constitute a disciplinary offence for the purposes of the organisation’s 
disciplinary policy and procedures and may constitute gross misconduct for which 
summary dismissal is the sanction. 

 
5. Whilst the organisation hopes that such disclosures will never be necessary, it also 

recognises that it may find itself in circumstances which are new to it. Each case will 
be treated on its own facts. 

 
6. A worker who makes a disclosure is protected from detrimental treatment by the 

organisation, by a co-worker or by an agent of the organisation. An employer is 
vicariously liable for detrimental treatment. If this occurs, it should be raised 
immediately with the line manager so that the matter can be investigated thoroughly 
without undue delay. Detrimental treatment includes, for example, harassment and 
bullying or not complying with a person’s rights and entitlements under their contract 
of employment. 

 
7. A worker is also protected from dismissal by the organisation for making a protected 

disclosure. 
 
 
Related policies 

Disciplinary Policy 
 
 

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

