
 

 
 
Public Interest Disclosure Procedure (‘Whistle Blowing’) 
 
Hartpury College is committed to the highest standards of openness, accountability 
and integrity. Therefore, we expect employees, students and others who work with the 
College who have serious concerns about any aspect of the College’s work to voice 
those concerns. 
 
The term ‘whistleblowing’ is the disclosure of information by an employee or worker 
(please see point one below for a full definition) which relates to some danger, fraud or 
other illegal or unethical conduct in the workplace. The Public interest Disclosure Act 
1998 governs the making of disclosures concerning workplace activities and is 
intended to protect employees who blow the whistle on bad practice from being 
subjected to any detriment or unfairly dismissed as a result. In providing this 
protection, the Act also reinforces the obligations of all persons employed by the 
College not to disclose to external sources any trade secrets or confidential information 
acquired during the course of their employment, unless they fall within the qualifying 
criteria for protection disclosures. 
 
The primary purpose of this procedure is to state the intentions of the College in 
dealing with matters relating to public interest disclosure (or ‘whistle blowing’ as it is 
known), how individuals should be treated and who is responsible for dealing with such 
matters. 
 
Complaints falling outside this procedure will be dealt with under other appropriate 
procedures (e.g. Grievance Procedure, Student Complaints Procedures).  
 
Applicability of this Policy and Procedure 
 
Legislation protects all ‘workers’ who disclose information in the correct manner, from 
dismissal or penalisation by their employers.  ‘Workers’ has a broader definition than 
‘employee’ and will apply to individuals who: 
 

• Are employed under a contract of service or employment; including 
apprentices 
 

• Are employed under any contract under which they perform personally, any 
work or services for another party (contract for service); 
 

• Work or worked for a person in circumstances which she/he was introduced 
or supplied to do that work by a third person i.e. agency workers;  
 

• Is or was provided with work experience provided pursuant to a training 
course or programme or with training for employment otherwise than under 
a contract of employment, or by an educational establishment on a course 
run by the establishment, i.e. students. 
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Workers might be unsure whether it is appropriate to raise their concern under this 
policy and procedure or whether it is a personal grievance, which is more appropriate 
to raise under the College’s grievance procedure. Any worker in this situation is 
encouraged to approach the HR department in confidence for advice. 
 
Protected Disclosure 
 
The law protects workers who, out of a sense of public duty, want to reveal suspected 
wrongdoing or malpractice. 
 
The law allows workers to raise what it defines as a ‘protected disclosure’. In order to 
be a protected disclosure, a disclosure must relate to a specific subject matter (see 
below) and the disclosure must also be made in an appropriate way. A ‘protected 
disclosure’ must, in the reasonable belief of the worker making it, also be made in the 
public interest. A protected disclosure must consist of information and not merely be 
allegations of suspected malpractice. 
 
Specific Subject Matter 
 
If, in the course of employment, a worker becomes aware of information which they 
reasonably believe tends to come under one or more of the following situations, they 
must use this procedure: 
 

• That a criminal offence has been committed, is being committed, or us likely to 
be committed; 

 
• That a person has failed is failing or is likely to fail to comply with any legal 

obligation to which she/he is subject; 
 

• That a miscarriage of justice has occurred is occurring or is likely to occur; 
 

• That the health and safety of any individual has been, is being or is likely to be 
damaged.  It must indicate a greater danger than is associated with the normal 
use of the process/product, or a danger that is not usually associated with it; 

 
• Administrative malpractice (financial or non-financial); 

 
• Obstruction or frustration of the exercise of academic freedom; 

 
• Academic or professional malpractice (including, for instance, violation of 

intellectual property rights or failure of integrity in research); 
 

• Improper conduct or unethical behaviour; 
 

• That information tending to show any matter falling within any one of the 
preceding paragraphs has been is being or is likely to be deliberately concealed. 
 

These concerns may be investigated under this Policy. If the concern raised in relation 
to the above matters, appears to relate more appropriately to a grievance, harassment 
or discipline, the appropriate College procedure will be invoked. 
 
Procedure for making a disclosure 
 
Information which a worker reasonably believes tends to show one or more of the 
situations given above should promptly be disclosed to the line manager or an 
Executive member, in the first instance, so that any appropriate action can be taken. 
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If it is inappropriate to make such a disclosure to their line manager, a worker can 
raise this issue with the Vice Principal (Business and Finance)/Deputy CEO. 
 
 
If the complaint is about a member of the Executive Group or the Principal the 
following will apply: 
 

• In the case of financial matters the complaint should be taken to the Clerk of 
the Corporation who will report to the Chairman of the Governors’ Management 
Committee.  If the Chair of the Governors’ Management Committee finds the 
allegation unsubstantiated, the worker has the right to access the internal or 
external auditors; 
 

• In the case of non-financial matters the complaint should be taken to the Clerk 
of the Corporation who will report to the Chairman of the Corporation; 
 

Workers are encouraged to identify themselves when making a disclosure. If an 
anonymous disclosure is made, the College will not be in a position to notify the 
individual, making the disclosure, of the outcome or action taken by the College. 
Anonymity also means that the College will have difficulty in investigating a concern. 
The College reserves the right to determine whether to apply this procedure in respect 
of an anonymous disclosure in light of the following considerations: 
 

• The seriousness of the issues raised in the disclosure; 
 

• The credibility of the concern; and 
 

• How likely it is that the concern can be confirmed from attributable sources. 
 
Procedure for investigation of a disclosure 
 
When a worker makes a disclosure, the College will acknowledge receipt, in writing, 
within a reasonable time. 
 
The College will then determine whether or not it believes that the disclosure is wholly 
without substance or merit. If the College considers that the disclosure does not have 
sufficient merit to warrant further action, the worker will be notified in writing of the 
reasons for the College’s decision and advised that no further action will be taken by 
the College under this policy and procedure. Considerations to be taken into account 
when making this determination may include the following: 
 

• If the College is satisfied that a worker does not have a reasonable belief that 
suspected malpractice is occurring; or 

 
• If the matter is already the subject of legal proceedings or appropriate action 

by an external body; or 
 

• If the matter is already subject of another, appropriate College procedure. 
 
When a worker makes a disclosure which has sufficient substance or merit warranting 
further action, the College will take action it deems appropriate 9including action under 
any other applicable College policy or procedure).  
 
The College is committed to investigating disclosures fully, fairly, quickly and 
confidentially where circumstances permit. The length and scope of the investigation 
will depend on the subject matter of the disclosure. If a longer investigation is 
considered necessary, an investigator or investigative team will be appointed including 
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personnel with experience of operating workplace procedures or specialist knowledge 
of the subject matter of the disclosure. So far as appropriate and practicable, the 
worker who made the disclosure will be kept informed of the progress of the 
investigation. However, the need for confidentiality may prevent the College from 
disclosing specific details of the investigation or actions taken. 
 
If appropriate, any internal investigation would be conducted by a manager of the 
College without any direct association with the individual to whom the disclosure 
relates, or by an external investigator appointed by the College as appropriate. 
 
Any recommendations for further action by the College will be addressed to the 
Principal’s Management Group as appropriate in the circumstances. The recipient will 
take all steps within their power to ensure the recommendations are implemented 
unless there are good reasons for not doing so. 
 
The worker making the disclosure will be notified of the outcome of any action taken 
by the College under this policy and procedure within a reasonable period of time.  
 
Appeal’s Procedure 

 
If someone who has made an allegation under this procedure remains dissatisfied with 
the outcome of the investigation because either (a) they believe the procedures have 
not been followed properly; or (b) they are convinced that the decision is one which no 
reasonable person could have reached, they may appeal on these grounds only.  

The Chair of the Corporation (or the Chair of the Quality and Standards Committee if 
the allegation concerns the Chair of the Corporation or the Chair of Corporation has 
been involved at an earlier stage) will appoint a person to hear the appeal.  

This will be someone not employed by the College who holds (or has held) judicial 
office or who is or has been a barrister or solicitor for at least ten years. If the 
appointed person so requests, the Chair of Corporation (or the Chair of the Quality and 
Standards Committee) will nominate one member of the Corporation, who is not an 
employee of the College, and the Principal (or the Vice Principal - Business and Finance 
if the Principal is involved) will nominate one member of staff to sit with the person 
appointed.  

Safeguards for workers making a disclosure 

A worker making a disclosure under this procedure can expect this to be treated 
confidentially by the College and, where applicable, their name will not be disclosed to 
anyone implicated in the suspected wrongdoing, without their prior approval. 

The College will take all reasonable steps to ensure that any report of 
recommendations, or other relevant documentation, produced by the College does not 
identify the worker making the disclosure without their written consent, or unless the 
College is legally obliged to do so, or for purposes of seeking legal advice. 

No formal disciplinary action (including dismissal) will be taken against a worker on the 
grounds of making a disclosure under this policy or procedure. This does not prevent 
the College from bringing disciplinary action against a worker where the College has 
grounds to believe that a disclosure was made maliciously or vexatiously, or where a 
disclosure is made outside the College without reasonable grounds. 

A worker will not suffer any detrimental action or any form of victimisation by the 
College for making a disclosure in accordance with this policy or procedure. 
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A worker making a disclosure may want to confidentially request counselling or other 
support from the College occupational health service. Any such request should be 
addressed to the HR department. Such a request would be made in confidence. 
 
Accountability 
 
 The College will keep a record of all concerns raised under this policy and procedure 
(including cases where the College deems that there is no case to answer and 
therefore no action should be taken). 
 
Equality and Diversity 
 
As with all College policies and procedures, due care has been taken to ensure that 
this procedure is appropriate to all members of staff regardless of their age, disability, 
ethnicity, gender, race, religion or belief, sexual orientation and transgender status. 
 
The procedure will be applied fairly and consistently whilst upholding the College’s 
commitment to providing equality to all. 
 
If any employee feels that this or any other procedure does not meet this aim, please 
contact the HR Department. This policy has been Equality Impact Assessed.   
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