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1. Introduction

1.1 Marlborough College is committed to maintaining the highest standards of honesty and seeks to

ensure that its affairs are conducted with probity and that a culture of openness, accountability and
integrity exists throughout the organisation. Such a culture is essential to prevent such situations
occurring and to address them when they do occur.

1.2 College employees, volunteers or contractors working for the College may be the first to realise that

there may be something wrong within the College. However, they may not express their concerns
because they feel that speaking up would be disloyal to their colleagues or to the institution. They
may also fear harassment or victimisation.

1.3 The aim of policy is to:

e cncourage those working in the College to report suspected wrongdoing promptly, in the
knowledge that it will be taken seriously

e provide guidance on how to raise concerns

e reassure staff that they can raise genuine concerns made in the public interest without fear of
reprisals, even if they turn out to be mistaken

1.4 This policy does not replace other Marlborough College policies or procedures. For example, if an

individual has a grievance about their working conditions, they should use the College Grievance
Policy.

1.5 This policy does not form part of contractual terms and conditions.

2. Policy Principals

2.1

2.2

23

24

2.5

This document is intended to encourage and enable individuals to safely raise concerns which are in
the public interest.

Individuals can make a disclosure without fear of victimisation, subsequent discrimination or
disadvantage. Anyone who raises a genuine concern will have significant legal protection under the
Employment Rights Act 1996 — Part IVA, Part V and Part X and the Public Interest Disclosure Act
1998.

The College will manage a disclosure in line with best practice and current legislation and will not
tolerate harassment or victimisation (including informal pressures) of anyone raising a concern under
this procedure in good faith (whether or not it proves well-founded) and will take disciplinary action
against anyone conducting such harassment or victimisation.

The discloser must be acting in good faith and have reasonable grounds for believing that the
information being disclosed indicates a case of malpractice within the College and is in the public
interest. Disciplinary action will be taken in response to maliciously unfounded disclosures.

If the discloser is already the subject of disciplinary or other procedures relating to their
employment, those procedures will not be halted because of their disclosure.
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2.6 The College has a range of policies and procedures e.g. staff code of conduct, grievance, health and
safety, recruitment and selection and safeguarding which deal with standards of behaviour at work,
and which do not fall within the definition of a qualifying disclosure. Employees are encouraged to
use the provisions of these procedures when appropriate before looking to this policy.

2.7 1If an individual is uncertain whether something is within the scope of the policy, they should seck
advice from the People Team.

Whistleblowing

3.1 Whistleblowing is when a worker reports certain types of wrongdoing or misconduct within an
organisation. The wrongdoing disclosed must be in the public interest. This means it must affect
others, e.g. pupils, general public.

3.2 Whistleblowing can help alert employers to risks such as:
e fraud or financial irregularity
e  corruption, bribery or blackmail
e criminal offences or failure to comply with any legal or regulatory obligation
e miscarriage of justice
e endangering the health or safety of any individual
e causing damage to the environment
e improper use of authority
e serious financial maladministration arising from the deliberate omission or improper conduct
e academic/professional misconduct

e misreporting performance data

3.3 A whistleblower is a person who raises a genuine concern relating to any of the above. If you have
any genuine concerns related to suspected wrongdoing or danger affecting the College’s activities,
you should report it under this policy. For clarification about whether something is within the scope
of this policy, please seek advice, in confidence, from the People Team.

Legal Protection for Whistleblowers

4.1 Whistleblowers are protected by law from being treated unfairly or losing their jobs because they
'blow the whistle'.

4.2 Whistleblowers must hold a reasonable belief that the concern they are raising is in the public
interest.

4.3 Appropriate personal support is offered both to a worker raising a concern and to any worker
against whom allegations have been made under this procedure.
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5.

6.

7.

4.4 Although an employee has certain legal obligations of confidentiality to the College, in a limited set
of circumstances, whistleblowing may override these obligations. This guidance sets out the
circumstances under which these disclosures may lawfully be made.

Confidentiality and Anonymous Disclosures

5.1 Staff should feel able to voice whistleblowing concerns openly. However, if an individual wishes to
raise a concern confidentially, the College will seck to keep their identity confidential. If it is
necessary for anyone investigating the concern to know the identity of the person who raised it, this
will be discussed with the individual.

5.2 The College does not encourage staff to make disclosures anonymously. Proper investigation may
be more difficult, or impossible, if the College is unable to obtain further information from you. It
is also more difficult to establish whether any allegations are credible.

Raising a Whistleblowing Concern

6.1 All disclosures made under this procedure will be treated sensitively, consistently and fairly.

6.2 Individuals are encouraged, in the first instance, to raise any concerns with their line manager, and
for academic staff their Head of Department (HoD) either in person or in writing. The line manager
may be able to agree a way of resolving the concern quickly and effectively.

6.3 If an individual believes that the matter is more serious or that the line manager has not addressed
the concern, or the preference is not to raise it with them for any reason, the individual should raise
the matter with the Master, the People Team or any member of the Executive Team.

6.4 If the concerns relate to the Master or a member of the Council, the concerns should be reported to
the Chair of Council.

6.5 Reporting concerns to the media, in most cases, will lead to the loss of an individual’s
whistleblowing law rights.

6.6 Although an individual is not expected to prove beyond doubt the truth of their concerns, the
individual will need to demonstrate that they have sufficient evidence, or other reasonable grounds,
to raise them.

6.7 An individual may wish to obtain advice from a trade union representative, the Citizen's Advice
Bureau or Public Concern at Work on 020 7404 6609 and www.pcaw.co.uk .

Investigation

7.1 The person with whom an individual has raised their concern will decide what action is needed.
They may ask the individual to provide further information. If they are not a member of the People
Team, they will inform the People Team of the whistleblowing. They will write to the individual to
let them know how their concern will be dealt with.

7.2 Initial enquiries may be made to decide whether an investigation is appropriate.
7.3 An investigation may be carried out, depending on the nature of the allegations and the

evidence/information presented. Full details of the investigation may be withheld from the
individual to protect the confidentiality of other people.
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7.4 Information will need to be passed on to those with a legitimate need to have this information and it
may be necessary for the individual to provide a written statement and act as a witness in any
subsequent disciplinary proceedings or enquiry. This will be discussed with individual first.

7.5 Where an investigation is necessary, it may take the form of one or more of the following:

e an internal investigation by a member of the Senior Management Team, supported by the
People Team, which may, for example, take the form of a disciplinary investigation

e aninvestigation by the Internal Audit Service
e areferral to the police

e the setting up of an external independent investigation.

7.6 The individual can be accompanied by a trade union representative or colleague to any meetings that
they are required to attend.

8. Outcome

8.1 You will be informed of the outcome of any investigation, in writing, and/or of any action taken,
subject to the constraints of confidentiality and the law.

8.2 If you do not feel your concern has been addressed adequately you may raise it with an independent
body such as one of the following as appropriate:

e your trade union

e the Citizens Advice Bureau

e arelevant professional body or regulatory organisation
e arelevant voluntary organisation

e the police

e the Local Government Ombudsman

Equality and Human Rights Commission
8.3 You have a duty to the school not to disclose confidential information. This does not prevent you
from secking independent advice at any stage or from discussing the issue with the charity Protect

(previously called Public Concern at Work) on 020 3117 2520 or www.protect-advice.org.uk in
accordance with the provisions of the Public Interest Disclosure Act 1998.

9. Third Party Disclosures

9.1 Third parties, with no direct involvement with the College, may also attempt to raise concerns under
this procedure and the nature of these concerns should be considered on their merits as indicated
above under ‘Confidentiality and Anonymous Disclosures’.

9.2 However, it should be notified to the discloser that the same protection afforded to staff under the
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College procedure cannot be extended or guaranteed to external third parties, although protection
might be provided under the wider legislation covered by the Public Interest Disclosure Act 1998.
The discloser should seek independent legal advice on this matter.

10. Right of Appeal

10.1 Any discloser who is not satisfied that their concern is being dealt with appropriately has the right
to raise the matter in confidence with the Chair of Council who will make a final decision on action
to be taken and will notify the discloser of the outcome.

11. External Disclosure

11.1 The aim of this policy is to provide an internal mechanism for reporting, investigating and
remedying any wrongdoing in the workplace. The law recognises that in some circumstances it may
be appropriate for you to report your concerns to a relevant outside body including:

the local authority's designated officer
Children's Social Care

the NSPCC

the Health and Safety Executive

the Environment Agency

the Information Commissioner

the Department for Education, where referrals can be made at https:

www.gov.uk/contact-dfe

the Department for Business, Energy and Industrial Strategy
the police

the Charity Commission

the Boarding Schools Association

the Independent Schools Inspectorate

the Channel Police Practitioner

11.2 Staff are strongly encouraged to seek advice before reporting a concern to anyone external. In
most cases you should not find it necessary to alert anyone external, but before you do, as well as
considering the internal help and support available which is identified above, please seck external
advice from:

Protect: If you have any concerns about disclosing a suspected wrongdoing the independent
whistleblowing charity, Protect, operates a confidential helpline. Staff can call 020 3117 2520

for advice.

NSPCC: The NSPCC whistleblowing helpline is available for staff who do not feel able to raise
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https://www.gov.uk/contact-dfe

concerns regarding child protection failures internally. Staff can call 0800 028 0285 (08.00 —
20.00 Monday to Friday and 09.00 — 18.00 Saturday and Sunday) or email help@nspcc.org.uk.

e The Modern Slavery helpline: The Modern Slavery helpline is available for staff who do not
feel able to raise concerns about modern slavery internally. Staff can call on 0800 0121 700.

e The Advisory, Conciliation and Arbitration Service (ACAS): Staff may also wish to seek
support from ACAS which can be contacted on 0300 123 1100, or to contract their trade union
for more guidance.

11.3 Whistleblowing concerns usually relate to the conduct of our staff, but they may sometimes relate
to the actions of a third party, such as a pupil, parent, volunteer, supplier or service provider. In
some circumstances the law will protect you if you raise the matter with the third party directly.
However, the College encourages all staff to report such concerns internally first, in line with this
policy. Academic Staff should contact their head of department and for other staff their line
manager as set out in this policy.

11.4 The media: Staff should under no circumstances approach a commercial body or the media with
details of suspected wrongdoing. If you approach any such body and/or where your concern is
disclosed in a malicious manner or for personal gain, the protection given to you by this procedure
may be lost. Additionally, the College may consider this to be gross misconduct, and disciplinary
action may be taken against you.

12. Protection against Disciplinary Action

12.1 No disciplinary action will be taken against anyone for making a disclosure in accordance with this
procedure. This will not prevent the College from bringing disciplinary action in cases where there
are grounds to believe that a disclosure has been made maliciously or vexatiously or where an
external disclosure is made in breach of this procedure without reasonable grounds or otherwise
than to an appropriate public authority.

12.2 Whistleblowers must not suffer any detrimental treatment because of raising a concern. No-one
must threaten or retaliate against whistleblowers in any way. Such conduct may be subject to
disciplinary action.

13. Support and Advice

13.1 If an individual is unsure and wishes to seck suppott, they should contact the Advisory.
Conciliation and Arbitration Service (ACAS) on 0300 123 1100, the whistleblowing charity Protect
on 020 3117 2520 or email services@pcaw.org.uk ot their trade union for more guidance. The
People Team will be responsible for ensuring that appropriate personal support is offered both to an
individual raising a concern and to any individual against whom allegations have been made under
this procedure.

14. Version Control

Author: Director of People and Culture
Approved by: The Master

Date: Lent 2025

Review Date: Lent 2026

Circulation: A-Z Policies
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