		
*INSERT ORGANISATION* TEMPLATE WHISTLE BLOWING POLICY
This template is intended as a guide to help you to create a suitable policy for your organisation.  It may not cover all eventualities and it should always be checked to ensure that all of your organisation's activities or considerations are covered.  There are multiple alternatives online for the wording of this type of policy.  You may find inspiration from other places also.  
	Key:
· The sections in *RED* are for you to edit to tailor to the organisation’s details. 
· *INSERT ORGANISATION* is for the name of the group / organisation.  
· *INSERT ROLES* is for the different categories with in your organisation (e.g. staff, volunteers, trustees, committee, board) 
· Sections in black are usually not for editing.  Only edit these sections if it contradicts with an existing system or policy that you already have.  Think clearly before you edit those areas.
· Sections in orange are discussion points for your organisation.  Areas in which a decision will need to be made of the best way of doing it for your organisation and all those involved.  
· Sections in italic purple are guidance notes.  The purple sections should be deleted and the orange text you are keeping should be coloured black once the document is completed.




*INSERT ORGANISATION* is committed to being open, honest and accountable. 

This policy aims to help staff or volunteers raise any serious concerns they may have about colleagues or their organisation with confidence and without having to worry about being victimised, discriminated against or disadvantaged in any way as a result.  

It is written in the context of the Public Interest Disclosure Act 1998 which protects employees who ‘blow the whistle’ on malpractices within their organisation.

WHAT TYPES OF CONCERNS?

The policy is intended to deal with serious or sensitive concerns about wrongdoings such as the following:

· a criminal offence
· a failure to comply with any legal obligation
· a miscarriage of justice
· a health and safety risk to an individual
· damage to the environment
· or concealment of the above
· fraud or corruption
· the mistreatment of service users Add the relevant term here
· unathorised use of *INSERT ORGANISATION* funds
· breaches and abuses of *INSERT ORGANSIATION* own policies / code of conduct / charter. Replace with what you have in place for your size / type of organisation.

It is not necessary for individuals who raise the concern to prove the wrongdoing that is alleged to have occurred or is likely to occur.

However if an individual knowingly or maliciously makes an untrue allegation e.g. in order to cause disruption, the Board of Trustees / Directors / Committee delete as appropriate will take appropriate disciplinary action against them. Individuals should note that they will not be protected from the consequences of making a disclosure if, by doing so, they commit a criminal offence.

The following paragraph may not be relevant to every organisation.  Use this if your organisation has paid staff.
This policy does not deal with any complaints staff may have about their employment.  This should be dealt with through the *INSERT ORGANISATION* Grievance Procedure.  Insert title of relevant grievance / complaints policy here.

Volunteers and Service Users insert relevant term should make complaints or raise concerns through the *INSERT ORGANISATION* Complaints Procedure. Insert title of relevant grievance complaints policy here.


HOW TO RAISE A CONCERN IN THE WORKPLACE

The officer designated to handle whistleblowing concerns is the *INSERT ROLE* for example, Manager, Chief Officer, lead volunteer etc.  If the matter concerns the *INSERT ROLE*, it should be raised with the *INSERT ROLE* Chair of the Board, relevant Trustee, Management Committee etc.. 

Individuals are encouraged to raise their concerns in writing where possible, setting out the background and history of their concerns (giving names, dates and places where possible) and indicating the reasons for their concerns.  The individual that raised the concern may also invite a colleague or other appropriate representative to be present during any meetings or interviews about the concerns they have raised.

If any individual is unsure whether to use this procedure or they want independent advice at any stage, they should contact the independent charity, Public Concern At Work.  

Legal helpline: 020 7404 6609 
Email: helpline@pcaw.co.uk
Website: http://www.whistleblowing.org.uk/

Public Concern at Work will be able to advise on how and with whom to raise a concern about malpractice.  This is a nationally available helpline and website, which is a registered Charity.  You may, through your structure or organisation, have a preferred support line or route that you wish to recommend. 

Disclosures made to a legal advisor in the course of obtaining legal advice will be protected under the Public Interest Disclosure Act.

If the individual reasonably believes that the matter relates wholly or mainly to the conduct of a person or body other than *INSERT ORGANISATION* or any other matter for which a person or body other than *INSERT ORGANISATION* has legal responsibility, the disclosure should be made to that other person or body.

PROTECTING THE INDIVIDUAL RAISING THE CONCERN
If an individual raises a concern which they believe to be true, *INSERT ORGANISATION*  will take appropriate action to protect the individual from any harassment, victimisation or bullying.  Individuals who raise a genuine concern under this policy will not be at risk of losing their job or role, nor will it influence any unrelated disciplinary action or redundancy / removal procedures.

The matter will be treated confidentially if the individual requests it and their name or position will be not be revealed without their permission unless *INSERT ORGANISATION* has to do so by law.  If in other circumstances the concern cannot be resolved without revealing the individual’s identity, the *INSERT ROLE(S)* will discuss with the individual whether and how to proceed.  

Concerns raised anonymously tend to be far less effective but the *INSERT ROLE(S)* will decide whether or not to consider the matter taking into account:

· the seriousness of the matter
· whether the concern is believable
· whether an investigation can be carried out based on the information provided.

HOW *INSERT ORGANISATION* DEALS WITH THE CONCERN

How the concern will be dealt with, will depend on what it involves.  It is likely that further enquiries and/or investigation will be necessary.  The concern may be investigated by the *INSERT ROLE(S)*, through the disciplinary process or it may be referred to the police, other agencies, an external auditor or an independent investigator.

It may be necessary for the individual to give evidence in criminal or disciplinary proceedings. The *INSERT ROLE* will give the individual feedback on the progress and outcome of any investigation wherever possible.

If the suspicions are not confirmed by an investigation, the matter will be closed.  Individuals will not be treated or regarded any differently for raising the concern, and their confidentiality will continue to be protected.
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