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Policy Statement

Petty Pool is committed to the highest standards of openness, integrity, and accountability.

It is important that all staff, students, and others associated with Petty Pool knows how to, and is
unafraid to, come forward if they have concerns, and that they are confident that their concern will
be taken seriously, treated in confidence, and that they will receive feedback no matter what the
outcome.

Petty Pool believes that any fraud, misconduct, or wrongdoing is properly dealt with and therefore
encourages all individuals to raise any concerns that they have. It complies with the Public Interest
Disclosure Act 1998 (PIDA) and incorporates best practices and recent updates to UK whistleblowing
standards. highlighting the way in which individuals may raise any concerns and how those concerns
will be dealt with.

This policy applies to all staff, students, trustee, and volunteers. It does not form part of the
employee’s terms and conditions of employment and may be subject to change and review.

What is Whistleblowing?
Whistleblowing or protected disclosure is when a person raises an issue that they feel have not been
addressed. This could include concerns around:

e Systematic failures in safeguarding practices or failure to follow guidance

e Health and Safety risks including not complying with the Health and Safety Act or not

reporting incidents or accidents
e Possible criminality or fraud including financial irregularities
e Failure to comply with a legal duty

Where an individual discovers information which they believe shows serious malpractice or
wrongdoing within the Trust then this information should be disclosed internally without fear of
reprisal, and there should be arrangements to enable this to be done independently of line
management (although in relatively minor instances the line manager would be the appropriate
person to be told).

If the concern was raised in good faith, the individual raising the protected disclosure has the right
not to be dismissed or suffering any form of negative consequence for doing so. Complaints about
employees’ own contracts of employment should not be raised under this Policy but should be raised
using the organisations Grievance Procedure



The Guiding Principles
To ensure that this policy is adhered to, and to assure the concern will be taken seriously, Petty Pool
will:

e Not allow the person raising the concern to be victimised for doing so

e Treat victimisation of whistleblowers as a serious matter and take disciplinary action

e Not attempt to conceal evidence of poor or unacceptable practice

e Take disciplinary action if an employee destroys or conceals evidence or poor or
unacceptable practice or misconduct

e Take disciplinary action if misconduct is discovered as a result of any investigation in addition
to any appropriate external measures

e Any matter raised under this procedure will be investigated thoroughly, promptly and
confidentially, and the outcome of the investigation reported back to the individual who
raised the issue.

Protection from Victimisation and Retaliation

Petty Pool has zero tolerance for retaliation against anyone who raises a concern in good faith.
Retaliation includes dismissal, demotion, exclusion, bullying, reduced opportunities, altered duties,
or any detrimental treatment.

Any reports of retaliation will be investigated immediately and treated as serious misconduct.
No-Disadvantage Guarantee.

Raising a concern will not affect job security, training opportunities, grades, promotion prospects, or
working relationships.

Interim Safeguards for Whistleblowers

To ensure safety and wellbeing, Petty Pool may implement interim protection measures, including: -
Temporary duty changes - Adjusted supervision - Separation from the subject of the concern -
Alternative working arrangements - Regular check-ins with a neutral support officer. These measures
will be discussed with the whistleblower and implemented as necessary.

Legal Framework

The Public Interest Disclosure Act, which came into effect in 1998, gives legal protection to
employees against being dismissed or penalized by their employers as a result of publicly disclosing
certain serious concerns.

Organisations and individuals that are listed in The Public Interest Disclosure (Prescribed Persons)
Order 20141 (“Prescribed Persons Order 2014”) are referred to as
prescribed persons.

Who is a prescribed person?
The Prescribed Persons Order 2014 sets out a list of over 60 organisations and individuals that
a worker may approach outside their workplace to report suspected or known wrongdoing.



The organisations and individuals on the list have usually been designated as prescribed persons
because they have an authoritative or oversight relationship with their sector, often as a regulatory
body. An up-to-date list can be found here: www.gov.uk/government/publications/blowing-the-
whistle-list-of-prescribed-people-and-bodies--2/whistleblowing-list-of-prescribed-people-and-bodies.

This covers malpractice, for example a criminal offence, breach of contract, negligence, or causing
danger to health and safety. Concerns relevant to this policy include, but are not limited to:

e Professional malpractice, including the abuse of students

e System failures, e.g. failure to report an incident

e Concerns about Health and Safety, including not complying with the Health and Safety Act
e Financial irregularities, including fraud, or suspected fraud.

e Breach of employee codes of conduct or rules

e Failure of the Trust to comply with a legal duty

Whistle-blowing should not be used in place of the Trust’s grievance procedures or for raising
malicious or unfounded allegations against colleagues. Maliciously making a false allegation may
result in disciplinary proceedings.

Who does the policy apply to?
This policy has been developed to provide clear support & guidance to dealing with all issues
regarding malpractice for the following:

e Board of Trustees of Petty Pool
e All staff (including those who are volunteers and freelance) and students, learner or
members

e All professionals who work with students, including Contracted Taxi Drivers

Responsibilities

The Board of Trustees and CEO

The Board has overall responsibility for dealing with whistleblowing at Petty Pool. The CEO has
delegated responsibility for the overall implementation of this policy.

The Chief Executive has a duty to review all incidents of whistleblowing annually, and report to the
Board of Trustees for Petty Pool immediately.

The Chief Executive has a duty to inform the Board of Trustees of any complaints which cannot be
dealt with to the satisfaction of the complaining party.

Senior Management Team



e Responsibility for the implementation of this policy and its procedures rests with the Senior
Management Team.

e Itis the responsibility of the Senior Management Team to ensure that this policy is made
available to all Petty Pool Trust Staff

All staff and volunteers have a responsibility to take appropriate, reasonable, and timely action if
they become aware of any situation that may be considered as a matter of concern or protected
disclosure and must follow The Petty Pool procedure in such circumstances.

Safeguards

Confidentiality

Petty Pool 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, 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.

Anonymous Allegations

This policy encourages individuals to put their name to any disclosures they make. Concerns
expressed anonymously are much less credible, but they may be considered at the discretion of The
Trust.

In exercising this discretion, the factors to be taken into account will include:

e The seriousness of the issues raised
e The credibility of the concern
e The likelihood of confirming the allegation from attributable sources

Untrue Allegations

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.

How to Make a Disclosure

How can a concern be raised?

Any staff member can raise a concern with their Line Manager, if staff believe that that their line
manager is involved in the wrongdoing or they do not want to approach the line manager then they
should raise the concern with member of the Senior Management Team. If the disclosure refers to



the actions of the SMT or the CEO the concern should be raised with Lachlan Nisbet,
lachlan.nisbet@pettypool.org.uk.

If staff feel that their concern is not resolved than they should raise concern externally to a
prescribed person.

Details of all contacts can be found attached to this policy.

When a concern is raised the person hearing the concern will:

Note the key points for concern and check if the matter has been raised with anyone else in
the Trust
Check that the employee has a copy of the Whistleblowing policy and explain the key
principles, e.g. the rights and responsibilities of someone expressing a concern under the
Public Disclosure Act.
Assure the Whistle Blower about complete confidentiality unless at a later stage this
becomes unavoidable, e.g., if legal proceedings take place.
Explain how information will be recorded and stored:

o A written note with a reference number

o Stored in a locked filing cabinet with other documents of this kind

o Information may also be stored electronically with appropriate security codes
Explain that concern will be raised to the CEO, Senior Management Team, or the Board of
Trustees. The “Whistle-blower” can state whether they have a preference about which
Manager / Trustee might lead the investigation.
Signpost to organisations which can support the person raising the concern

The member of staff who receives and takes note of the complaint, must pass this information as

soon as is reasonably possible, to the appropriate designated investigating officer.

Complaints of malpractice will be investigated by CEO unless the complaint is against a
member of the Senior Management Team or is in any way related to the actions of the
Trust’s SMT. In such cases, the complaint should be passed to the CEO for referral.
Complaints against the CEO should be passed to the Clerk to the trustees, who will nominate
an appropriate investigating officer.

Contacts
Name Role Contact Telephone No.
Sally Garratt Chief Executive 01606 889097
07814034394

Sally.garratt@pettypool.org.uk

Lachlan Nisbet

Chair of Trustees

Lachlan.nisbet@pettypool.org.uk

Brian Phillips

Trustee

Brian.phillips@pettypool.org.uk

Craig Williams

Trustee

Craig.williams@pettypool.org.uk



mailto:lachlan.nisbet@pettypool.org.uk

Eleanor.lees-jones@pettypool.org.uk Trustee eleanor.lees-jones@pettypool.org.uk

Gill Josephs Trustee Gill.josephs@pettypool.org.uk

Andrew Kendall Trustee Andrew.kendall@pettypool.org.uk
Public Bodies

www.pcaw.co.uk

Public Concern at Work. Tel: 0207 404 6609

An independent authority which seeks to ensure that concerns about malpractice are properly raised and
addressed in the workplace.

www.sdfecall.co.uk

A worldwide 24/7 whistle-blowing line for employees

We will ensure that:
e All concerns raised in good faith will be taken seriously and handled confidentially.
e No individual will suffer any form of detriment or victimisation as a result of making a
protected disclosure.
e Staff are made aware of their right to raise concerns either internally or, where appropriate,
with a prescribed person such as HM Treasury.

Whistleblowing and HM Treasury Legislation Statement

Our organisation is committed to operating with integrity, transparency, and accountability. We
support the principles of the Public Interest Disclosure Act 1998 (PIDA), which provides legal
protection for individuals who make disclosures of certain types of wrongdoing (“protected
disclosures”) in the public interest.

Under PIDA, workers are protected from dismissal or detriment when they raise genuine concerns
about issues such as criminal offences, failure to comply with legal obligations, miscarriages of
justice, health and safety risks, environmental damage, or the deliberate concealment of
wrongdoing.

In line with the Public Interest Disclosure (Prescribed Persons) (Amendment) Order 2025, HM
Treasury (HMT) is now recognised as a prescribed person for matters relating to financial sanctions.
This means that individuals who reasonably believe there has been wrongdoing connected to the
administration or enforcement of UK financial sanctions may make a protected disclosure directly to
HMT.

Our organisation encourages staff to raise concerns internally in the first instance, in accordance
with this policy. However, where an individual reasonably believes that internal disclosure is
inappropriate or that their concern relates specifically to financial sanctions, they may make a
disclosure directly to HM Treasury, which is authorised to receive such reports under PIDA.




Whistleblowing Procedure

INVESTIGATION
PROCEDURE

STEP 1
The Investigation Manager will review the information and either:

1. Nominate a member of staff as “Investigating Officer” (This could be the line manager
unless the Trustee has been advised that the “Whistle Blower” would prefer this not
to be the case,) and provide the “Whistle Blower” with the name of that member of
staff who will be investigating the concern in more detail.

OR

2. Recommend a different way of handling the matter raised. If this course of action is
taken the “Investigation Manager” will explain why and also agree how the “Whistle
Blower” will be informed of the outcome of the action to be taken.

* STEP 1 WILL BE COMPLETED IN APPROXIMATELY 5 WORKING DAYS*

STEP 2
The “Investigating Officer” will:

1. Ensure full details and clarifications of the complaint are obtained and produce a

detailed written record of the areas of concern. The record will include:

e Whether the concern was raised with anyone previously, and if so what happened
as aresult

e How the “Whistle Blower” thinks this matter might be resolved

e How a nominated “Supporting Officer” will maintain contact with the “Whistle
Blower” and keep them informed

e The timescales for taking the next steps.

The investigating officer should consider the involvement of external organisations at this
stage, including the Company auditors and the Police, and consult with the Chairman / Chief
Executive as necessary.

The allegations should be fully investigated by the investigating officer with the assistance
where appropriate, of other individuals / bodies.

2. The investigating officer should inform the member of staff against whom the
complaint is made as soon as is practically possible. The disciplinary procedures
should then be followed if appropriate.

*STEP 2 WILL BE COMPLETED IN APPROXIMATELY 10 WORKING DAYS*

STEP 3
The “Investigating Officer” will disclose their findings:
e The “Investigating Officer” in consultation with the “Investigation Manager” will
prepare a report of the outcome of the investigation. This will clearly identify
recommendations for further action.




e Ajudgment concerning the complaint and validity of the complaint will be made
by the investigating officer. This judgment will be detailed in a written report
containing the findings of the investigations and reasons for the judgment. The
report will be passed to the Chief Executive or Chairman as appropriate.

OR
e Asuggestion on a different way of handling the matter, if this is appropriate, e.g.,
informing an external body, or South Cheshire College will be made by the
investigating officer. Likewise, the reasons behind this suggestion will be detailed
in a written report.
* STEP 3 WILL BE COMPLETED IN APPROXIMATELY 10 WORKING DAYS*
STEP 4

Conclusion:

1. The Chief Executive/Chairman will decide what action to take, subject to
circumstance. If the “Whistle-blower” is shown to be justified, the Trust will invoke
the appropriate disciplinary procedures/or take whatever external action is deemed
appropriate.

2. The “Whistle-blower” should be kept informed of the progress of the investigations,
and of the final outcome in writing. This information should always be sent to their
home address.

3. |If appropriate, a copy of the outcomes will be passed to the Trust’s Auditors or
another suitable body to enable a review of the procedures.

TIMESCALES

All Timescales stated under are approximate and subject to circumstances.

Due to the varied nature of these complaints, which may involve internal investigators
and/or the police, it is not possible to lay down precise timescales for such investigations.
The investigating officer should ensure that the enquiries are undertaken as quickly as
possible (without affecting the quality and depth of those investigations).

The investigating officer should, as soon as is feasible, send a written acknowledgement of
the concern to the complainant and thereafter report back to them in writing the outcome
of the investigation and any subsequent action that is proposed. If the investigation is a
prolonged one, the investigating officer should keep the complainant informed, in writing, as
to the progress of the investigation and as to when it is likely to be concluded. All responses
to the complainant should be in writing and sent to their home address.




Raise Concern
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