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Policy Statement
Bladon CE Primary School is committed to maintaining the highest standards of integrity, openness,
accountability, safeguarding and professional conduct. The school encourages employees, workers, volunteers
and governors to raise concerns promptly where they believe:

e they have been treated unfairly;

e workplace issues require resolution;

e wrongdoing or malpractice may have occurred;

e safeguarding concerns exist;

e legal obligations are not being met;

e public funds are being misused;

e health and safety may be compromised.

Individuals who raise concerns honestly and reasonably will be treated fairly and protected from victimisation,
retaliation or disadvantage.

As a Church of England school, we are committed to conducting all relationships and resolving concerns in a
manner consistent with our Christian vision and values, demonstrating dignity, respect, honesty, reconciliation
and compassion.

Scope
This policy applies to:
e Employees
e Agency workers
e Contractors
e Volunteers
e Governors
e Supply staff
e Apprentices



e Former employees where appropriate

The policy covers:
1. Employment-related concerns (grievances)
2. Publicinterest concerns (whistleblowing)

Principles
The school will:
e Encourage concerns to be raised promptly.
e Investigate concerns fairly and objectively.
e Maintain confidentiality wherever possible.
e Make reasonable adjustments where required.
e Protect individuals from retaliation.
e Comply with employment, safeguarding and equality legislation.
e Ensure concerns are handled without unreasonable delay.

PART A — GRIEVANCE PROCEDURE

What is a Grievance?

A grievance is a concern, problem or complaint relating to an employee’s work, working conditions or
relationships at work.

Examples include:
e Bullying
e Harassment
e Discrimination
e Victimisation
e Work allocation
e Management decisions
e Working practices
e Terms and conditions
e Professional relationships

Informal Resolution
Employees are encouraged, where appropriate, to seek informal resolution before commencing the formal
grievance procedure.

This may involve:
e Discussion with the individual concerned
e Discussion with a line manager
e Mediation
e Facilitated conversations

Informal resolution may not be suitable where allegations are serious.

In keeping with our Church of England foundation, the school seeks wherever possible to resolve concerns
through respectful dialogue, reconciliation and restorative practice whilst ensuring that serious matters are
investigated appropriately.

Formal Grievance Procedure:

Stage 1 — Written Grievance

The employee should submit a written grievance setting out:
e The nature of the complaint
e Relevant dates and events




e Any supporting evidence
e The outcome sought

The grievance should normally be submitted to the Headteacher.

Where the grievance concerns the Headteacher, it should be submitted to the Chair of Governors.

Stage 2 — Investigation
An investigation may be undertaken where necessary.

This may involve:
e Interviews
Review of records
Collection of statements
e Examination of relevant evidence

The investigator may be independent from the decision-maker.

Stage 3 — Grievance Hearing
The employee will be invited to attend a grievance hearing.

Employees have the right to be accompanied by:
e Arecognised trade union representative; or
e A workplace colleague.

The hearing will consider:
e The grievance
e Evidence obtained
e Proposed outcomes

Stage 4 — Outcome
The employee will normally receive a written outcome within ten working days.

The outcome will include:
e Findings
e Reasons for the decision
e Any actions proposed
e Right of appeal

Appeals
Employees may appeal within ten working days of receiving the outcome.

Appeals should:
e Be submitted in writing
e State the grounds of appeal

Appeals will be heard by a panel of governors who have had no prior involvement in the matter. The appeal

decision is final.

PART B — WHISTLEBLOWING PROCEDURE
What is Whistleblowing?




Whistleblowing is the disclosure of information which an individual reasonably believes shows wrongdoing in
the public interest.

Examples include:
e Criminal offences
e Fraud
e Financial malpractice
e Corruption
e Bribery
e Breach of legal obligations
e Misuse of public funds
e Safeguarding failures
e Abuse of children or adults
e Health and safety risks
e Environmental damage
e Deliberate concealment of wrongdoing

The concern may relate to past, present or future events.

Legal Protection
This policy operates in accordance with:
e Employment Rights Act 1996
e Public Interest Disclosure Act 1998
e Equality Act 2010
e Health and Safety at Work etc. Act 1974
e Keeping Children Safe in Education (current edition)

Individuals who make a protected disclosure are protected from:
e Dismissal
e Victimisation
e Detriment
e Harassment
e Retaliation

Safeguarding Concerns
Safeguarding concerns must always be reported immediately.

Concerns involving children should be reported in accordance with:
e The School’s Safeguarding and Child Protection Policy
e Oxfordshire Safeguarding Children Partnership procedures
e Keeping Children Safe in Education

Where allegations involve staff, volunteers or supply staff, procedures relating to the Local Authority Designated
Officer (LADO) must be followed.

Raising a Whistleblowing Concern
Concerns may be raised:

e Verbally
e Inwriting
e Byemalil

The concern should include:



e What happened

e When it happened

e Who was involved

e Evidence available

e Why the concern is believed to be true

Individuals are not required to prove wrongdoing. However, they should have a reasonable belief that the
information disclosed tends to show wrongdoing and that the disclosure is in the public interest.

Reporting Routes
Normally concerns should be raised via the following routes:

Concerns about staff - Report to the Headteacher

Concerns about the Headteacher - Report to the Chair of Governors

Concerns about Governors - Report to the Chair of Governors

Concerns about Chair of Governors — Report to the Vice Chair of Governors

Concerns involving safeguarding - Report to the DSL/Headteacher immediately and/or LADO
Concerns involving criminal activity - Report to the Police and relevant authorities where appropriate

Investigation of Whistleblowing Concerns
The school will:
e Acknowledge concerns promptly
Assess risk
Decide whether investigation is required
Keep the whistleblower informed where appropriate

Investigations may involve:
e Internal investigation
e HRinvestigation
e Safeguarding investigation
e Police investigation
e External professional investigation

Confidentiality
The school will make every reasonable effort to protect confidentiality. However, confidentiality cannot be
guaranteed where:

e Disclosure is required by law

e Safeguarding concerns exist

e Witness evidence is required

The school will discuss this with the individual wherever possible.

Anonymous Disclosures
Anonymous disclosures will be considered. However, investigation may be more difficult where anonymity
prevents clarification of concerns. The school will assess:

e Seriousness of the concern

e Credibility of information

e Availability of supporting evidence

Malicious Allegations
No action will be taken against individuals who raise concerns honestly and reasonably, even if concerns are not
substantiated. However, knowingly false, malicious or vexatious allegations may result in disciplinary action.



External Reporting
If concerns cannot be resolved internally, individuals may contact appropriate prescribed bodies including:
e Oxfordshire County Council
e Oxfordshire Safeguarding Children Partnership
e Local Authority Designated Officer (LADO)
e Ofsted
e Health and Safety Executive
e Information Commissioner’s Office
e Equality and Human Rights Commission
e Police
e Charity Commission (where applicable)
Employees should seek advice before making wider disclosures.

Record Keeping
The school will maintain records of:
e Grievances
e |nvestigations
e Qutcomes
e Appeals
e  Whistleblowing disclosures

Records will be managed in accordance with data protection legislation.
Equality and Reasonable Adjustments

The school will make reasonable adjustments for disabled employees and will ensure this policy is applied fairly
and consistently. No person will be disadvantaged because of:

e Age

e Disability
e Sex

e Race

e Religion or belief

e Sexual orientation

e Gender reassignment

e Marriage or civil partnership
e Pregnancy or maternity

Monitoring and Review

The Governing Board will review this policy annually or sooner where:
e Legislation changes;
e Statutory guidance changes;
e Organisational changes require amendment.

The Headteacher will report significant trends or issues arising from grievances and whistleblowing disclosures
to governors whilst maintaining confidentiality.



