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Whistleblowing 

 
Policy Statement 

 

1. Introduction 

Woodard Academies Trust encourages a free and open culture in dealings between 
its officers, employees and all people with whom it engages in business and legal 
relations.  This Trust recognises that effective and honest communication is essential 
if concerns about breaches or failures are to be effectively dealt with and the Trust’s 
success ensured. 
 
This policy is designed to provide guidance to all those who work with or within the 
Trust (in an Academy or in the Centre) who may from time to time feel that they need 
to raise certain issues relating to the Trust with someone in confidence. 
 
This policy applies to all staff employed by the Trust. This means staff in the Trust’s 
Academies and staff employed within the Centre.  It applies to agency workers, 
contractors, student teachers and those on work experience, therefore the term worker 
is used through this policy. Workers raising ‘genuine’ concerns under this policy will 
not be subjected to detriment or disadvantage because of having raised their 
concerns. 
 
The legislation relevant to this policy includes: 
 

• The Public Interest Disclosure Act 1998 

• The Employment Rights Act 1996 

• The Data Protection Act 2019 

• The General Data Protection Regulations (2016/679EU) 
 

2. Aims and Scope of this Policy: 

This policy aims to: 

(a) Encourage workers to feel confident in raising serious concerns and to question 
and act upon concerns about practice. 

(b) Provide avenues for workers to raise those concerns and receive feedback on any 
action taken. 

(c) Ensure that workers receive a response to their concerns and that they are made 
aware of how to pursue them if they are not satisfied with the response. 

(d) Reassure workers that they will be protected from possible reprisals or victimization 
if they have a reasonable belief that they have made a disclosure in good faith. 
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There are existing procedures in place to enable staff to lodge a grievance relating to 
their own employment. The Whistleblowing Policy is intended to cover major concerns 
that fall outside the scope of other procedures.  
 
Where appropriate, workers should in the first instance, raise concerns with their line 
manager or the Principal of the academy in which they work.  However, this should in 
no way discourage workers from raising serious concerns through this Whistleblowing 
Policy. 
 
These include: 

(a) Conduct which is an offence or a breach of law 
(b) Disclosures related to miscarriage of justice 
(c) Health and safety risks, including risks to the public as well as other employees 
(d) Risk or actual damage to the environment 
(e) The unauthorized use of public funds 
(f) Possible fraud and corruption 
(g) Sexual or physical abuse 
(h) Other unethical conduct 
(i) A worker believes someone is covering up wrongdoing 

Thus, any serious concerns, such as identified above, that workers have about any 
aspect of service provision or the conduct of employees, executives, trustees or 
academy councilors of the Trust or others acting on behalf of the Trust, or any other 
persons on the Trust property, can be reported under this policy.   
 
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 is made in bad faith (for instance, to cause disruption within the Trust), 
or it concerns information which employees do not substantially believe is true, or 
indeed if the disclosure is made for personal gain, then such a disclosure will constitute 
a disciplinary offence.  In such a case the matter would be considered in accordance 
with the Disciplinary Code of Conduct and Disciplinary Procedure and may constitute 
gross misconduct for which summary dismissal is the sanction. 
 
This policy does not replace the Academy Complaints Procedure which is available to 
parents, guardians and other stakeholders. 
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3.  Application of this Policy 
 
3.1 This policy will apply in cases where workers genuinely believe that one of the 

sets of circumstances set out above, or something similar, is occurring, has 
occurred or may occur within the Trust. 

 
3.2 There is no need for a worker to prove that the breach or failure that they are 

alleging has occurred or is likely to occur; a reasonable suspicion will suffice, 
i.e. where the worker reasonably believes that the information disclosed is 
substantially true. Workers should, however, note that they are not entitled to 
make a disclosure if in so doing they commit a criminal offence. 

 
3.3 If workers reasonably believe that the relevant failure (i.e. one of the set of 

circumstances listed above under section 2) relates wholly or mainly to the 
conduct of a person or organisation other than their employer or any other 
matter for which a person or organisation other than the Trust has legal 
responsibility, then they should make that disclosure to that other person or 
organisation. 

 
4. Making a Disclosure    
 

4.1 If workers wish to make a disclosure or discuss any issues which might fall into 
one of the categories listed in section 2, they should follow the process set out 
below. 
 

• By emailing the Chief Executive Officer, stating that you wish to make a 
disclosure.    CEO@woodard.co.uk  

 

• By emailing Mr Jason Feeney, the trustee nominated to receive 
Whistleblowing disclosures.  He can be contacted by email at 
Whistleblowing@woodard.co.uk  

 

4.2 If for any reason, a disclosure is raised by a worker via the academy principal 
or a member of the leadership team becomes aware of the disclosure, they will 
advise the Chief Executive Officer, without delay. 

 
5. Procedural response to a Disclosure 
 
5.1 Where a worker submits a whistleblowing disclosure, their written submission 

or telephone call will be acknowledged in writing within 10 working days of 
receipt. The communication will be sent to the home address of the worker 
making the disclosure. 
 

5.2 If it is concluded that the disclosure raised falls outside the categories listed in 
section 2, the individual will be advised of this in writing and where appropriate 
directed to an alternative policy or process for raising the issue. 

 
 

mailto:CEO@woodard.co.uk
mailto:Whistleblowing@woodard.co.uk
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5.3 Where the disclosure falls within the scope of this policy, the disclosure will be 
investigated, and a response provided to the whistleblower within 4 weeks, 
either with an outcome or to report on progress with the investigation. 

 
6.  Investigation 
 
6.1 The nominated trustee or the Chief Executive Officer will instigate a preliminary 

investigation. In so far as is possible, the investigation process will be 
confidential.  The worker who has made the disclosure may be required to 
attend an investigatory interview and/or a disciplinary hearing (as a witness). 
Appropriate steps will be taken to ensure that the worker’s working relationships 
are not prejudiced by the fact of the disclosure.   

 
6.2 Whilst the matter is subject to investigation, all parties should ensure that 

confidentiality is retained.  
 
6.3 An Investigating Officer will be identified to investigate the issue that has been 

raised as a protected disclosure.  The choice of investigating officer will depend 
on the type of issue disclosed and will be an individual who can undertake the 
investigation in an impartial and objective manner.  This means that the choice 
of investigating officer may be a member of the Trust’s senior staff or an 
external consultant.  

 
6.4 When any meeting is arranged, the whistleblower has the right, if they so wish 

to be accompanied by a trade union representative or work colleague.  
 
6.5 The Trust accepts that whistleblower will need to be assured that the matter 

has been properly addressed.  Thus, subject to legal constraints, the 
whistleblower will receive information about the outcome of any investigations 
and/or proceedings. 
 

7 Sources of Information 
 

7.1 This policy is intended to provide workers with an avenue within the Trust to 
raise concerns.  The Trust hopes workers will be satisfied with the action taken. 
If, however, workers are not satisfied, and they feel it is right to take the matter 
outside the Trust, the following are possible contact points. 
 

7.2 Information and advice can be obtained from the charity, Protect.  This charity 
offers free legal advice in certain circumstances to people concerned about 
serious malpractice at work.  Their literature states that matters are handled in 
strict confidence and without obligation.  

 
o Protect, (formally Public Concern at Work) www.pcaw.co.uk  

 
o Protect Advice Line: whistle@protect-advice.org.uk 

 
o Protect Advice Line: 020 3117 2520 (* option 1) 

http://www.pcaw.co.uk/
mailto:whistle@protect-advice.org.uk
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7.3 Workers may also seek advice from their Trade Union, Professional 
Association, local Citizen’s Advice Bureau or the Police.  If you do take the 
matter outside the Trust you should ensure that you do not disclose confidential 
information.  Please check with the contact about this. 
 

7.4 Disclosures made to workers' legal advisors whilst obtaining legal advice will 
be protected. 
 

8   Protection for workers who make a disclosure 

8.1 A worker who makes a disclosure is protected from detrimental treatment by 
the Trust, by a co-worker or by an agent of the Trust.  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.  

 
8.2 Detrimental treatment includes, for example, harassment and bullying or not 

complying with a person’s rights and entitlements under his or her contract of 
employment. 

 
8.3 A worker is also protected from dismissal by the Trust for making a protected 

disclosure. There is no qualifying period for an unfair dismissal claim to be 
made to an employment tribunal. 

9 Monitoring and Review 

All whistleblowing issues, the process of the investigation and response will be logged. 

It is the responsibility of the Audit Committee to monitor the instances of whistleblowing 
and the confidential investigation and response to any issues raised.  

The Audit Committee is responsible for the reviewing the effectiveness of this policy.  
 


