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Honesty and Integrity

1. The Trust is committed to conducting its business with honesty and integrity, and we expect all
staff to maintain high standards in accordance with the Code of Conduct which can be found in
All Staff Teams. All organisations face the risk of things going wrong from time to time, or of
unknowingly harbouring illegal or unethical conduct. The Trust is committed to building a
culture of openness and accountability is essential in order to prevent such situations occurring
and to address them when they do occur.

Scope of this policy

2. This policy covers all employees, officers, governors, Trustees, consultants, contractors,
volunteers, work placement students, casual workers and agency workers.

Aims of this policy

3. The aims of this policy are to:

e Encourage individuals to report suspected wrongdoing as soon as possible, in the knowledge
that their concerns will be taken seriously and investigated and that their confidentiality will
be respected.

e Let all employees know how to raise concerns about potential wrongdoing in or by the Trust
and any of the schools within the Trust.

e Setout clear procedures for how Orion will respond to concerns.

e Let all employees and workers know the procedures for how the Trust will respond to such
concerns.

e Assure employees and all those covered by the scope of this policy that they will not be
victimised for raising a legitimate concern through the steps set out in the policy even if they
turn out to be mistaken. Though vexatious or malicious concerns) will be investigated and any
appropriate disciplinary action may be taken,

Legislation

4. The requirement to have a clear Whistleblowing policy and procedure is set out in the Public
Interest Disclosure Act 1998. The requirement to have a Whistleblowing policy in place is also
set out in the Academy Trust Handbook.

What is Whistleblowing?

5. Whistleblowing is the disclosure of information, which is in the “public interest”, which relates
to suspected wrongdoing or dangers at work. This may include, but is not limited to:
a. criminal activity;

b. safeguarding concerns
c. failure to comply with any legal or professional obligation or regulatory requirements;

d. miscarriages of justice;
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e. danger to health and safety;

f. damage to the environment;

g. bribery;

h. financial fraud or mismanagement;

i. other unlawful or unethical conduct in the workplace;
j. conduct which may bring the Trust into disrepute;

k. the deliberate concealment of any of the above matters.

Definition of a Whistle-blower

6. A ‘whistle-blower’ 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 any of the
Trust's activities and such disclosure is in the public interest (a whistleblowing concern) you
should report it under this policy.

Grievances

7. Grievances: This procedure should not be used where an employee has a complaint relating to
their management or personal circumstances. The Grievance Procedure should be used for such
issues. Itis acknowledged that sometimes issues of Whistleblowing and a grievance may
overlap. If you are unsure about the best way to address the issue, please seek advice.

Advice

8. If you are uncertain whether something is within the scope of this policy, you should seek advice.
This may be from the Headteacher or Senior Leader in your school, or the central HR team.

9. You may want to seek advice from your Trade Union or Professional Association. Advice can also

be obtained from the whistleblowing charity Protect, which provides confidential independent
advice about wrongdoing in the workplace. or phone their freephone number 020 3117 2520.

10. The NSPCC have a Whistleblowing Advice Line if you are worried about how child protection

issues are handled in your workplace.

Confidentiality

11. All concerns will be treated in confidence and every effort will be made not to reveal your identity

if that is your wish. If disciplinary or other proceedings follow the investigation, it may not be
possible to take action as a result of your disclosure without your help, so you may be asked to
come forward as a witness. If you agree to this, you will be offered advice and support. Where
possible, you will be given the opportunity to provide evidence in a way that protects your
identity.
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Procedure for making a whistleblowing disclosure.
When should you make a disclosure about your concern?

12. You should consider the examples in paragraph 5 when deciding whether the concern you want
to disclose is of a whistleblowing nature. Consider whether the incident(s) was illegal, breached
statutory or Trust procedures, put people in danger or was an attempt to cover any such activity

up.

Who should you contact to make a whistleblowing disclosure?

13. The Board of Trustees of Orion have a named Trustee who has oversight of whistleblowing
disclosures and to whom any employee, worker or volunteer covered by the scope of this policy
may make a Whistleblowing disclosure. The Trust have also identified the following members of
staff to whom a Whistleblowing disclosure may be made.

e Depending on the nature of your concern, you may prefer to make the disclosure to
Headteacher or a senior leader at your school.

e Ifthe concern is about a Headteacher or a member of the Executive team or issues involving
them, you should disclose the matter to the named Trustee.

The Whistleblowing disclosure contacts are shown below.
Named Trustee: whistleblowing@Orion.co.uk

Indrajit Dey

Director of HR: whistleblowing@Orion.co.uk
Lydia Hosier

Your Headteacher, Head of Handwritten letter, or by email
School or Executive

Headteacher

How to raise make your disclosure.

14. You should make your disclosure in writing, wherever possible, and give as much information
about your concern as possible.

a. You should include names of those committing wrongdoing, dates, places and as much
evidence and context as possible. You should sign and date your document.

b. When raising a Whistleblowing concern, you should also include details of any personal
interest in the matter, if applicable.

c. This information will assist in investigating the concern which you have disclosed.
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15. If you feel unable to put your concerns in writing, you should arrange to meet with the person
you have decided to make the disclosure to. That person is encouraged to seek advice from HR
about how to deal with the matter.

Investigating the Concern

16. When a concern is received by the Trustee/Headteacher/Director of HR, the concern will be
logged and acknowledged. The relevant leader who received the concern will meet with you, the
person raising the concern, within a reasonable time.

17. You have the right to be accompanied at the investigation meeting by a Trade Union
representative or a work colleague at the investigation meeting. The Trust will be flexible about
the date, time and location of that meeting to accommodate the attendance of your trade union
representative.

18. At the meeting, the person who has received the concern (the recipient), will:

Obtain and record as much detail as possible from you about the concern. If it becomes
apparent that the concern is not of a whistleblowing nature, the recipient should manage
the concern in line with the appropriate policy/procedure. If this is the case, it may be
necessary to halt the meeting and set up a different meeting under the appropriate policy
and procedure.

Reiterate that at this meeting, that you, the ‘Whistleblower,” have protection from any
unfair treatment or risk of dismissal because of raising the concern. If the concern is
found to be malicious or vexatious, it will be investigated, and any appropriate disciplinary
action may be taken.

Establish whether there is sufficient cause for concern to warrant a further investigation.
If there is the recipient will arrange an investigation. They may need to appoint either an
impartial and suitably experienced internal investigator, or in some cases an external,
independent body to investigate. In other cases, they may need to report the matter to
the police.

Explain to you to the person who raised the concern how the matter will be investigated
and an estimated timeframe for when they will be informed of the next steps.

Confidential notes of this meeting will be provided to you within ten working days of the
meeting, together with a brief explanation of the action to be taken (e.g. investigation)
and an estimated timeframe for resolution.

Where such an investigation is necessarily lengthy, or where after an initial report, itis
necessary to undertake further investigations, the recipient will keep in touch with you
about the progress being made and any adjustments to the timeframe.

The outcome of the investigation will be reported back to you, with due regard to
confidentiality should there be any follow-up action relating to another person.
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Outcome of the investigation

18. When the investigation is complete (whether this was just the initial investigation of the concern,
or where further investigation was needed) the person(s) undertaking the investigation will
prepare a report for the school/Local Advisory Board/Executive/Board of Trustees detailing the
findings and confirming whether or not wrongdoing has occurred. The report will make
recommendations and provide details on how the matter can be rectified and whether or not a
referral is required to an external organization, for example, to the local authority, the police or
another public body.

19. Beyond the immediate actions, the ‘recipient’ of the Whistleblowing concern will review the
relevant policies and procedures to prevent future occurrences of the same wrongdoing.

20. Whilst the Trust cannot guarantee the outcome sought by the Whistle-blower, the Trust is
committed to dealing with concerns, fairly and in an appropriate way.

Malicious or vexatious allegations

21. Employees, workers and volunteers covered by the scope of this policy are encouraged to raise
concerns when they believe there to potentially be an issue. If a Whistleblowing concern is
raised in good faith, but the investigation finds no wrongdoing, there will be no disciplinary
action taken against the individual who raised the concern.

22. If, however, a Whistleblowing concern is shown to be deliberately vexatious or malicious, the
Trust will consider whether any disciplinary action is appropriate against the person who raised
the concern.

Anonymous allegations

23. Individuals have the right to raise concerns without revealing their identity, if they wish, but in
doing so they must be aware that any investigation may prove to be more difficult as there is no
opportunity for the investigator to ask questions relating to the concerns. The scope of an
investigation would be conducted in the context of:

* the seriousness of the issues raised

* the credibility of the concern
* the likelihood of confirming the allegation from attributable sources and information.
It is at the discretion Orion Education whether an anonymous concern will be investigated.

24. Trade union members may wish to raise concern through their union representative, in which
case that representative would raise the concern in accordance with this procedure.
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Escalating concerns beyond the Trust

25. The Trust encourages employees, workers and volunteers to raise their concerns internally, as
identified in the table in section 13 of this policy. In all cases the employee is encouraged to
exhaust all internal procedures before contacting external agencies. This whistleblowing policy is
designed to reduce the need for external disclosure and to encourage co-operation,
cohesiveness and honesty.

The law also recognises that in some circumstances it may be appropriate for you to report your
concerns to an external body such as a regulator. It will very rarely, if ever, be appropriate to
alert the media. We strongly encourage you to seek advice before reporting a concern to anyone
external.

A list of prescribed bodies to whom staff can raise concerns can be accessed via the link below;

https://www.gov.uk/government/publications/blowing-the-whistle-list-of-prescribed-
people-and-bodies--2

Linked Policies and Procedures

26. The following policies and procedures are linked:
e Orion Complaints Policy

e Child Protection and Safeguarding Policy
e Grievance Procedure
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