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WHISTLEBLOWING POLICY

Definitions

In this policy:

“disclosure” means a report of actual or suspected malpractice

“malpractice” means any of the following: (a) a criminal offence; (b) a failure to comply with any
legal obligation; (c) a miscarriage of justice; (d) the endangering of an individual’s
health and safety; (e) damage to the environment; and (f) the deliberate
concealment of matters falling with any of (a) to (e) above.

“whistleblower” means a member of College staff who reports in good faith information that they

reasonably believe tends to show that malpractice has been committed, is being

committed or is likely to be committed.
Aim of this Policy
The College does not tolerate malpractice, and the aim of this policy is to ensure that:
e high standards of conduct are maintained by staff;

e staff are encouraged to report malpractice in the knowledge that their concerns will be taken

seriously and investigated, as appropriate;

e the confidentiality of staff raising concerns about malpractice is respected and to provide procedures

to maintain confidentiality so far as is consistent with progressing the issues effectively; and

e staff are provided the opportunity to raise concerns about malpractice outside of the normal line

management structure where this is appropriate.
Scope of this Policy

This policy is separate from the College’s grievance procedure. Individuals should not use this whistleblowing
policy to raise concerns relating to their own personal circumstances (such as the way they have been treated

at work). In those cases, the College's grievance procedure should be used.

If you are uncertain whether something is within the scope of this policy you can seek advice from Human

Resources.



Statutory Protection

The Public Interest Disclosure Act 1998 protects an individual who discloses in good faith information which
they reasonably believe tends to show that malpractice has been committed, is being committed or is likely

to be committed..

The Act makes it unlawful for an employer to subject a worker to negative treatment or to dismiss them

because they have made such a disclosure.
College Approach

It is understandable that whistleblowers are sometimes worried about possible repercussions. The College
aims to encourage openness and will support staff who raise genuine concerns under this policy, even if they

turn out to be mistaken.

A member of staff who makes a disclosure in good faith pursuant to this policy will not be dismissed or
subjected to any detriment as a result of such action; detriment includes unwarranted disciplinary action and
victimisation. If you believe that you are being subjected to a detriment as a result of making a disclosure

under this policy, you should inform the Master or the Clerk to Governors immediately.

Members of staff who threaten, victimise or retaliate against those who have made a disclosure under this

policy will be subject to disciplinary action.

A member of staff who feels they have been or are being unfairly treated as a result of having made a

disclosure in accordance with this policy may bring a grievance under the College’s grievance procedure.
Confidentiality

Every effort will be made to keep the identity of an individual who makes a disclosure under this policy
confidential, at least until any formal investigation is under way. There may be circumstances in which,
because of the nature of the investigation or disclosure, it will be necessary to disclose your identity. If in our

view such circumstances exist, we will make efforts to inform you that your identity is likely to be disclosed.

If there is evidence of criminal activity, the Police will in all cases be informed and absolute confidentiality

cannot be guaranteed.

Wherever possible, you should keep confidential the fact that you have made a disclosure under this policy,

the details of the disclosure and the identity of those involved.
Anonymous Allegations

We do not encourage staff to make disclosures about malpractice anonymously. Proper investigation may
be more difficult or impossible if we cannot obtain further information from you. It is also more difficult to

establish whether any allegations are credible.
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Whistleblowers who are concerned about possible reprisals if their identity is revealed should discuss this
with the Master, a Deputy Master or the Chief Operating Officer and appropriate measures can then be taken
to preserve confidentiality. If you are in any doubt you can seek advice from Protect, the independent
whistleblowing charity, who offer a confidential helpline. Their contact details are set out below under
“Taking The Matter Further”.

Untrue and Malicious/Vexatious Allegations

False, malicious, vexatious or frivolous allegations will be dealt with under the College’s disciplinary

procedures.
Allegations Concerning Child Protection Issues

If your concerns relate to pupils’ welfare or safeguarding concerns (including in the event of an allegation
against a member of staff, volunteer or contractor) then these should be reported under the procedures set

out in the Safeguarding (Child Protection) Policy.
Procedure for Making A Whistleblowing Allegation

If you suspect or become aware of any malpractice (defined above) you should promptly raise the matter
with one of the following: your Head of Department, a Deputy Master, the Chief Operating Officer, the

Master or the Clerk to Governors. You may tell them in person or put the matter in writing (if you prefer).

Where your concern relates to possible malpractice by the Master, you should contact the Chair of Governors
(Dr Adrian Carr) or, in his absence, the Safeguarding Governor (Dr Malik Ramadhan). Governors can be
contacted via the Clerk to Governors (Katy Jones — email jonesk@dulwich.org.uk) or the PA Governance &
Finance (Suzanne White — email whites1@dulwich.org.uk). Telephone: 020 8693 3601.

Response to Whistleblowing

The person with whom you have raised your concern will notify the College’s Director of Human Resources

that a whistleblowing allegation has been made.

A meeting will be arranged with you as soon as possible to discuss your concern. You may bring a colleague
or union representative to any meetings under this policy. Your companion must respect the confidentiality
of your disclosure and any subsequent investigation. You may be required to attend additional meetings in

order to provide further information as the concerns raised are investigated.
Initial enquiries will be made to decide what action is needed and whether an investigation is appropriate.

If the concern raised indicates that someone is in immediate danger then the Police shall be contacted

without delay.
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Timescale for Response

Timescales will depend on the complexity of the initial inquiry, but initial feedback should be provided to you
within 10 working days of you first raising your concern (where working days are term time days excluding

weekends and half days).
The Inquiry Process

An investigation may be carried out, depending on the nature of the allegations and the
evidence/information presented. Where an investigation is undertaken it may take the form of one or more

of the following, depending on the nature of the allegation:

e aninternal investigation by a member of CLT, SMT or a Governor, which may, for example, take the

form of a disciplinary investigation;
e areferral to the Police;
e the setting up of an external independent inquiry.

Information will need to be passed on to those with a legitimate need to have this information and it may be
necessary for you to provide a written statement and act as a witness in any subsequent disciplinary

proceedings or enquiry. This will be discussed with you first.
Follow Up Engagement with Whistleblowers

Whenever possible, and subject to third party rights, you will be informed of the resolution of any inquiry

and/or where appropriate, any action that is being taken.

However, sometimes the need for confidentiality or other legal restrictions may prevent us giving you specific

details of the investigation or any disciplinary action taken as a result.
You should treat any information about, both during and after, the investigation as confidential.
Taking the Matter Further

If a staff member feels unable to raise an issue internally or feels that their genuine concerns are not being

addressed, other whistleblowing channels may be open to them:

e General guidance can be found at https://www.gov.uk/whistleblowing/what-is-a-whistleblower. If

their concerns are regarding poor or unsafe practice and potential failures in the College's
safeguarding regime advice staff can call the NSPCC whistleblowing helpline (0800 028 0285) which
is available from 8 am to 8 pm, Monday to Friday or they can be emailed at help@nspcc.org.uk.

e Alternatively, advice may be available from unions, external bodies such as HMRC or the Health and

Safety Executive, a solicitor, the police, children’s social care or ‘Protect — speak up, stop harm’, a
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registered charity that offers free and confidential legal advice on workplace malpractice. Protect
runs a whistleblowing advice line: https://protect-advice.org.uk/. Their contact details are: Protect,
The Green House, 244-254 Cambridge Heath Road, London E2 9DA, Protect Advice Line: 020 3117

2520.
Policy Owner: Clerk to the Governors
Last Reviewed: November 2025
Date of Next Review: Academic Year 2026-27

Page 5 of 5


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

