        Whistleblowing Policy                                                 [image: image1.png]PEABODY




WHISTLEBLOWING POLICY
PEABODY 

WHISTLEBLOWING POLICY 
PEABODY 


Whistleblowing Policy

Contact: HR 

Effective from: June 2010

	Contents

1.
Introduction
1
2.
Issues covered by this Policy
1

3.
What constitutes cause for concern …………………………………………………………………
2
4.
Formal procedure ……………………………………………………………………………………………
2
5.     What will happen next ……………………………………………………………………………………………
2
6.     Confidentiality ……………………………………………………………………………………………………..
3
7.     What if my concerns are not being heard ………………………………………………………………………
3
8.     Untrue Allegations ………………………………………………………………………………………………...
3
9.     Document Status ………………………………………………………………………..……………………….. 
3




1.
Introduction

1.1 Through good recruitment practice, Peabody Behaviours and other procedures, Peabody actively seeks to discourage people who intend to compromise its integrity in relation to its tenants and clients, its charitable status, its people or its financial standing.
1.2 No organisation can afford to be complacent, however, and Peabody expects and encourages all staff and volunteers to share the responsibility for raising concerns about the behaviour of other staff (or volunteers) which may give cause for concern, especially in relation to possible fraud, malpractice or wrongdoing within the organisation.

1.3 This procedure sets out the way in which such concerns should be raised. Staff and volunteers should regard this procedure as the appropriate route for raising concerns; employees who follow the procedure in good faith will be protected by a right not to be unfairly dismissed for raising such concerns under the Public Interest Disclosure Act 1998.
2.
Issues covered by this Policy
2.1
The Public Interest Disclosure Act 1998 specifies 6 categories under which a "protected disclosure" may be made by an employee to ensure the right not to be unfairly dismissed:-
1.
when a criminal offence is involved
2.
failure to comply with legal obligations
3.
potential or actual miscarriages of justice
4.
endangering of Health and Safety of individuals
5.
environmental damage
6.
likely concealment or destruction of evidence of any of above
3.
What constitutes "cause for concern"?
3.1 This is often difficult to pinpoint. Individuals may feel uneasy about the behaviour of another person without initially being able to say why. In such situations, you should keep notes of any incidents which illustrate your concern, with dates, times and details of what happened. If you continue to believe that there is cause for concern, you should follow the formal procedure.
4.
Formal Procedure

4.1 You should first of all raise the issue with the senior person responsible for your team. This may be your immediate line manager or your Director as considered appropriate. 
4.2 If your concern is with the behaviour of your line manager or Director, and you feel unable to raise the issue with them, you should raise it with another Director or the Chief Executive.  If you believe in good faith that raising your concerns with these people will not resolve the matter, you should notify the Chair of the Peabody Board.
4.3 Employees making such disclosures may have fears about their position in the organisation. The Public Interest Disclosure Act gives you the right not to be unfairly dismissed for making such a disclosure, provided the disclosure:-
· is made in good faith; 

· is made in the reasonable belief that information and allegations are substantially true; 

· is not made for personal gain; 

· is made in the belief that evidence may be concealed;
· in all the circumstances, is made reasonably.
4.4 You should also not commit a criminal offence yourself in making the disclosure. Staff and volunteers should regard these conditions as general principles when raising issues of concern.
4.5 There may be urgent and exceptional circumstances where you may feel it necessary to report your concerns to the Tenant Services Authority. More information on how to do so is available on their website at www.tenantservicesauthority.org.  Peabody encourages staff to use the internal procedures wherever possible as the most effective way of investigating and resolving concerns.
5.
What will happen next?
5.1 The responsible person to whom the disclosure is made will undertake an investigation, or will arrange for an investigation to be undertaken, in accordance with professional codes of practice, including Peabody Disciplinary Procedures or other relevant HR policies or procedures.
5.2
If the investigation concludes that there is a case to answer, Peabody’s disciplinary policy will be initiated.  This may result in a disciplinary hearing, and the person making the disclosure may be asked 
to supply a witness statement or attend a hearing as a witness.  Peabody will make every effort to ensure that the person making the initial disclosure is not subjected to any detriment as a result of the disclosure.

5.3
Whatever the outcome of the investigation and subsequent action, Peabody will make available to the person making the disclosure, any help and support that they may need. 
6.
Confidentiality
6.1
The organisation will treat all such disclosures in a confidential and sensitive manner. The identity of the individual making the allegation may be kept confidential so long as it does not hinder or frustrate any investigation. However, as stated in 5.2 above, the investigation process may reveal the source of the information and the individual making the disclosure may need to provide a statement as part of the evidence required.
7.
What if my concerns are not being heard?
7.1
The Public Interest Disclosure Act protects your right to disclose your concerns to the appropriate professional or public body and protects your right not to be unfairly dismissed for making such a disclosure, provided that your motives for making the disclosure meet the criteria set out above, and provided that there is no other option available to you. 
 
7.2
If you are unsure about whether or how to raise a concern or want confidential advice about raising concerns about serious malpractice at work, you can contact the independent charity 'Public Concern At Work'.  This organisation describes itself as the whistleblowing charity, and they have a helpline for individuals.  They also have a website at www.whistleblowing.org.uk which provides useful information and contact details.  
8. Untrue Allegations
8.1
If an individual makes an allegation in good faith, which is not confirmed by subsequent investigation, no action will be taken against that individual. In making a disclosure the individual should exercise due care to ensure the accuracy of the information. If, however, an individual makes malicious or vexatious allegations, and particularly if he or she persists with making them, disciplinary action may be taken against that individual.
9.
Document Status
9.1 The contents of this document do not form part of Peabody’s contractual terms and conditions of service. 
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