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Introduction 
 
Dorset Studio School Trust is committed to honesty and openness and to achieve the highest 

possible ethical standards in public life. This policy enables employees to raise concerns about the 

conduct of other Trust staff or Directors in a confidential manner to report any malpractice or illegal 

acts or omissions by the Trust’s employees, staff providing a shared service to the Trust or, where of 

continued relevance to Trust practice, ex-employees. 

 

This policy and procedure has been written to take account of the Public Interest Disclosure Act 

1998, which protects workers making disclosures about certain matters of concern, where those 

disclosures are made in accordance with the Act’s provisions. The Act is incorporated into the 

Employment Rights Act 1996, which also already protects employees who take action over, or raise 

concerns about, health and safety at work. 

 

Responsibilities and Implementation 
 
The Chair of Governors is responsible as the designated officer for ensuring there is a policy in place 

through which staff can raise their concerns (‘whistleblow’) about an issue or element of practice in 

the Trust. The Chair of Governors receives concerns under this policy and determines further 

investigatory work required. 

 

Where a whistleblowing issue concerns the Chair of Governors, the Dorset Studio School Trust 

Responsible Officer assumes the Chair of Directors’ duties under this policy and should be 

substituted as required. 

 

If the Chair of Governors raises a whistle blowing issue, this will be presented to the Dorset Studio 

School Trust Responsible Officer, who assumes the Chair of Governors’ duties under this policy and 

should be substituted as required, unless it concerns the Responsible Officer, in which case it is 

reported to another Dorset Studio School Trust Director who assumes the Responsible Officer’s 

duties under this policy and should be substituted as required. 

 

This policy applies to all members of Dorset Studio School Trust staff, as well as to casual and agency 

staff engaged at the Trust. 

 

Scope and Purpose   
 
The “Whistleblowing” procedure is in place to enable concerns to be raised confidentially and, if 

necessary, outside of the Dorset Studio School, about fraud, malpractice, health and safety or 
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unethical conduct. 

 

The procedure that follows is designed to all involved to act professionally to preserve the 

confidentiality of the persons raising the concern and to ensure that the complaint is investigated 

properly and the concern(s) raised before it comes into the public domain. 

 

It should be noted that in cases of referral to external bodies, the individual may be protected under 

the Public Information Disclosure Act (PIDA) 1998 if the employer has authorised the disclosure, or 

in such extreme circumstances where the employee has not initially raised the issue with the 

employer in the belief that evidence would be concealed or destroyed and there is no regulatory 

body to which genuine concerns can be expressed. 

 

The “Whistleblowing” procedure is not meant to be another mechanism for employees to raise 

private grievances about their personal employment situation.  

 

Issues may be considered under this procedure even though they may have been first raised under 

another procedure; however, the School will not reconsider matters under this procedure which 

have been properly addressed under another formal procedure. 

 

This procedure encourages staff to put their names to allegations, but the School 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 

 

The Definition of Whistleblowing   
 
There is no legal definition of “Whistleblowing” either within the European Community Law or UK 

Law. The term “Whistleblowing” is used when an employee (or ex‐employee, sub‐contractor or 

other person/s involved with the institution) raises internally or publicly discloses alleged wrong 

doings within an organisation. Such problems can include fraud and financial irregularities, serious 

maladministration arising from the deliberate commission 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. 

 

Examples of Malpractice 

As 'malpractice' is not easily defined the following are examples only and the list is not deemed to be 

exhaustive. It is the right of the person raising the concern to interpret their definition of what they 

consider to be a malpractice. 
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Examples under the Public Interest Disclosure Act include: 

• Malpractice or ill treatment of a student/client/customer by a member of staff; 

• Repeated ill treatment of a student/client/customer, despite a complaint being made; 

• A criminal offence has been committed, is being committed or is likely to be committed; 

• Suspected fraud; 

• Disregard for legislation, including, but not restricted to, health and safety at work; 

• The environment has been, or is likely to be, damaged; 

• Breach of the Financial Handbook; 

• Showing undue favour over a contractual matter or to a job applicant; 

• A breach of staff or Governor’s code of conduct; 

• Information on any of the above that has been, is being, or is likely to be concealed. 

 

 

Policy Details 
 

Raising a concern of malpractice   
 
Dorset Studio School Trust has a range of policies and procedures, which deal with standards of 

behaviour at work and include Disciplinary, Grievance and Equal Opportunities policies. Employees 

are encouraged to use the provisions of these procedures when appropriate. There may be times, 

however, when the matter is not about the personal employment position of an individual member 

of staff and needs to be handled in a different way.  

 

Anyone may raise a concern of alleged malpractice verbally or in writing with a senior person in the 

institution. For employees this will include their line manager, members of the School leadership  

team, trade union representatives, Governing Body members and the Clerk to the Governing Body.  

 

The person receiving the concern is not required to adjudicate the matter in anyway whatsoever. 

They should: 

 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; 

 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; 

 advise the person raising the concern that the matter will be treated as confidential and 

their name will not be disclosed. 

 

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 
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confidentiality is maintained on the subject. 

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

 

Investigating a concern of Malpractice   
 
“Whistleblowing” provides a channel and process for individual employees to raise genuine and 

legitimate concerns. It also gives the Trust an opportunity to investigate these concerns and take 

appropriate action so that the matter is resolved effectively within the organisation. 

 

The School has designated the Clerk to the Governing Body and the Principal 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 Principal were 

implicated in the allegation then the matter should be referred to the Chair of Governors who will 

designate a member of the Senior Leadership Team to act as an Investigating Officer. 

 

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 Finance and Audit Committee should also be informed. 

b) Ascertain whether the matter requires the involvement of external professional advisers, 

for example, auditors, solicitors or the police; 

c) In discussion with either the Principal and/or the Chair of the Governing Body investigate 

the allegation; 

d) Inform the Principal and/or the Chair of the Governing Body of the outcome of the 

investigation. 

 

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. 

 

Timescale   
 
The Investigating Officer will ensure that investigations are, at all stages, conducted as expeditiously 

as possible, taking into account the confidentiality considerations identified above. Normally, the 

Investigating Officer will seek to complete the investigation within 10 working days. However, it is 
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not always possible to stipulate specific timescales due to the nature of investigations of this type 

but in all cases the Investigating Officer will keep the whistleblower generally informed on the 

progress of the investigation. 

 

Access to the 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 of the Governing Body and to receive a written response within 10 working days. 

 

This marks the end of the School procedure. 

 

Access to the External Bodies    
 
Should the whistleblower be unhappy with the School’s internal procedures he/she has a right of 

access to the appropriate external agency, for example, the School Auditors and the Health and 

Safety Executive. Unless there are extenuating circumstances, external agencies would usually 

require a whistleblower to have put their allegations through the School’s relevant procedures in the 

first instance. 

 

Misuse of allegation of Malpractice     
 
Management and staff should be aware that victimising employees or deterring them from raising a 

concern about malpractice is viewed as a serious disciplinary offence and in all cases the School will 

take disciplinary action against the manager or employee. 

 

Should an employee raise a concern under this procedure that is subsequently found to be a 

deliberately false and malicious accusation, this will be viewed as a serious disciplinary matter. 

 

The employment contract clause regarding confidentiality will not impede the use of this policy. 

 


