
 

Whistleblowing policy (confidential reporting) 

1. What is Whistleblowing? 

In this policy ‘Whistleblowing’ means the reporting by employees of suspected misconduct, illegal 

acts or failure to act within Remedy support  

The aim of this Policy is to encourage employees and others who have serious concerns about any 

aspect of Remedy supports work to come forward and voice those concerns. 

Employees are often the first to realise that there may be something seriously wrong within Remedy 

support  . ‘Whistleblowing’ is viewed by the Remedy support and recruitment group ltd as a positive 

act that can make a valuable contribution to remedy supports efficiency and long-term success. It is 

not disloyal to colleagues or the Remedy support and recruitment group ltd to speak up. Remedy 

support and recruitment group ltd is committed to achieving the highest possible standards of 

service and the highest possible ethical standards in public life and in all of its practices. To help 

achieve these standards it encourages freedom of speech. 

If you are considering raising a concern you should read this Policy first. It explains: 

• the type of issues that can be raised 

• how the person raising a concern will be protected from victimisation and harassment 

• how to raise a concern, and 

• what the Remedy support and recruitment group ltd will do. 

2. What is the aim of the Policy and when does it apply? 

2.1. Aims of the Policy 

The Policy is designed to ensure that you can raise your concerns about wrongdoing or malpractice 

within the Remedy support and recruitment group ltd   without fear of victimisation, subsequent 

discrimination, disadvantage or dismissal. 

It is also intended to encourage and enable you to raise serious concerns within Remedy support and 

recruitment group ltd rather than ignoring a problem or 'blowing the whistle' outside. 

This Policy aims to: 

• encourage you to feel confident in raising serious concerns at the earliest opportunity and to 

question and act upon concerns about practice 

• provide avenues for you to raise those concerns and receive feedback on any action taken 

• ensure that you receive a response to your concerns and that you are aware of how to 

pursue them if you are not satisfied 

• reassure you that you will be protected from possible reprisals or victimisation if you have 

made any disclosure in good faith. 



2.2. Scope of this Policy 

This Policy is intended to enable those who become aware of wrongdoing in Remedy support and 

recruitment group ltd affecting some other person or service, to report their concerns at the 

earliest opportunity so that they can be properly investigated. 

The Whistle Blowing Policy is not intended to replace existing procedures: 

• If your concern relates to your own treatment as an employee, you should raise it under the 

existing grievance or harassment procedures 

• If a client has a concern about services provided to him/her, it should be raised as a 

complaint to Remedy support  

2.3. Who can raise a concern under this Policy? 

The Policy applies to all: 

• employees of Remedy support and recruitment group ltd  

• employees of contractors working for Remedy support , for example, agency staff, builders 

and drivers 

• employees of suppliers 

• those providing services under a contract or other agreement with Remedy support and 

recruitment group ltd in their own premises, for example care homes, and 

• voluntary workers working with Remedy support  

. 

2.4. What should be reported? 

Any serious concerns that you have about service provision or the conduct of officers or members of 

the Remedy support and recruitment group ltd or others acting on behalf of the Remedy support 

and recruitment group ltd that: 

• make you feel uncomfortable in terms of known standards; 

• are not in keeping with Remedy supports Constitution and policies; 

• fall below established standards of practice; or 

• are improper behaviour. 

These might relate to: 

• conduct which is an offence or a breach of the law (a criminal offence has been committed or 

failing to comply with any other legal obligation) 

• disclosures related to miscarriages of justice 

• racial, sexual, disability or other discrimination 

• health and safety of the public and/or other employees 

• damage to the environment 



• unauthorised use of public funds or other assets 

• possible fraud and corruption 

• neglect or abuse of clients, or 

• other unethical conduct. 

This list is not exhaustive. 

3. Protecting the Whistleblower 

3.1. Your legal rights 

This policy has been written to take account of the Public Interest Disclosure Act 1998 which protects 

workers making disclosures about certain matters of concern, when those disclosures are made in 

accordance with the Act’s provisions and in the public interest. 

The Act makes it unlawful for the Remedy support and recruitment group ltd to dismiss anyone or 

allow them to be victimised on the basis that they have made an appropriate lawful disclosure in 

accordance with the Act. 

Rarely, a case might arise where it is the employee that has participated in the action causing 

concern. In such a case it is in the employee’s interest to come into the open as soon as possible. 

Remedy support and recruitment group ltd cannot promise not to act against such an employee, but 

the fact that they came forward may be taken into account. 

Meaning of “protected disclosure”. 

In this Act a “protected disclosure” means a qualifying disclosure (as defined by section 43B) which is 

made by a worker in accordance with any of sections 43C to 43H. 

43BDisclosures qualifying for protection. 

(1)In this Part a “qualifying disclosure” means any disclosure of information which, in the reasonable 

belief of the worker making the disclosure, tends to show one or more of the following— 

(a)that a criminal offence has been committed, is being committed or is likely to be committed, 

(b)that a person has failed, is failing or is likely to fail to comply with any legal obligation to which he 

is subject, 

(c)that a miscarriage of justice has occurred, is occurring or is likely to occur, 

(d)that the health or safety of any individual has been, is being or is likely to be endangered, 

(e)that the environment has been, is being or is likely to be damaged, or 

(f)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. 

(2)For the purposes of subsection (1), it is immaterial whether the relevant failure occurred, occurs 

or would occur in the United Kingdom or elsewhere, and whether the law applying to it is that of the 

United Kingdom or of any other country or territory. 

(3)A disclosure of information is not a qualifying disclosure if the person making the disclosure 

commits an offence by making it. 



(4)A disclosure of information in respect of which a claim to legal professional privilege (or, in 

Scotland, to confidentiality as between client and professional legal adviser) could be maintained in 

legal proceedings is not a qualifying disclosure if it is made by a person to whom the information had 

been disclosed in the course of obtaining legal advice. 

(5)In this Part “the relevant failure”, in relation to a qualifying disclosure, means the matter falling 

within paragraphs (a) to (f) of subsection (1). 

 

Disclosure to employer or other responsible person. 

(1)A qualifying disclosure is made in accordance with this section if the worker makes the disclosure 

in good faith— 

(a)to his employer, or 

(b)where the worker reasonably believes that the relevant failure relates solely or mainly to— 

(i)the conduct of a person other than his employer, or 

(ii)any other matter for which a person other than his employer has legal responsibility, 

to that other person. 

(2)A worker who, in accordance with a procedure whose use by him is authorised by his employer, 

makes a qualifying disclosure to a person other than his employer, is to be treated for the purposes 

of this Part as making the qualifying disclosure to his employer. 

43DDisclosure to legal adviser. 

A qualifying disclosure is made in accordance with this section if it is made in the course of obtaining 

legal advice. 

43EDisclosure to Minister of the Crown. 

A qualifying disclosure is made in accordance with this section if— 

(a)the worker’s employer is— 

(i)an individual appointed under any enactment by a Minister of the Crown, or 

(ii)a body any of whose members are so appointed, and 

(b)the disclosure is made in good faith to a Minister of the Crown. 

43FDisclosure to prescribed person. 

(1)A qualifying disclosure is made in accordance with this section if the worker— 

(a)makes the disclosure in good faith to a person prescribed by an order made by the Secretary of 

State for the purposes of this section, and 

(b)reasonably believes— 

(i)that the relevant failure falls within any description of matters in respect of which that person is so 

prescribed, and 



(ii)that the information disclosed, and any allegation contained in it, are substantially true. 

(2)An order prescribing persons for the purposes of this section may specify persons or descriptions 

of persons, and shall specify the descriptions of matters in respect of which each person, or persons 

of each description, is or are prescribed. 

43GDisclosure in other cases. 

(1)A qualifying disclosure is made in accordance with this section if— 

(a)the worker makes the disclosure in good faith, 

(b)he reasonably believes that the information disclosed, and any allegation contained in it, are 

substantially true, 

(c)he does not make the disclosure for purposes of personal gain, 

(d)any of the conditions in subsection (2) is met, and 

(e)in all the circumstances of the case, it is reasonable for him to make the disclosure. 

(2)The conditions referred to in subsection (1)(d) are— 

(a)that, at the time he makes the disclosure, the worker reasonably believes that he will be subjected 

to a detriment by his employer if he makes a disclosure to his employer or in accordance with section 

43F, 

(b)that, in a case where no person is prescribed for the purposes of section 43F in relation to the 

relevant failure, the worker reasonably believes that it is likely that evidence relating to the relevant 

failure will be concealed or destroyed if he makes a disclosure to his employer, or 

(c)that the worker has previously made a disclosure of substantially the same information— 

(i)to his employer, or 

(ii)in accordance with section 43F. 

(3)In determining for the purposes of subsection (1)(e) whether it is reasonable for the worker to 

make the disclosure, regard shall be had, in particular, to— 

(a)the identity of the person to whom the disclosure is made, 

(b)the seriousness of the relevant failure, 

(c)whether the relevant failure is continuing or is likely to occur in the future, 

(d)whether the disclosure is made in breach of a duty of confidentiality owed by the employer to any 

other person, 

(e)in a case falling within subsection (2)(c)(i) or (ii), any action which the employer or the person to 

whom the previous disclosure in accordance with section 43F was made has taken or might 

reasonably be expected to have taken as a result of the previous disclosure, and 

(f)in a case falling within subsection (2)(c)(i), whether in making the disclosure to the employer the 

worker complied with any procedure whose use by him was authorised by the employer. 

(4)For the purposes of this section a subsequent disclosure may be regarded as a disclosure of 

substantially the same information as that disclosed by a previous disclosure as mentioned in 



subsection (2)(c) even though the subsequent disclosure extends to information about action taken 

or not taken by any person as a result of the previous disclosure. 

43HDisclosure of exceptionally serious failure. 

(1)A qualifying disclosure is made in accordance with this section if— 

(a)the worker makes the disclosure in good faith, 

(b)he reasonably believes that the information disclosed, and any allegation contained in it, are 

substantially true, 

(c)he does not make the disclosure for purposes of personal gain, 

(d)the relevant failure is of an exceptionally serious nature, and 

(e)in all the circumstances of the case, it is reasonable for him to make the disclosure. 

(2)In determining for the purposes of subsection (1)(e) whether it is reasonable for the worker to 

make the disclosure, regard shall be had, in particular, to the identity of the person to whom the 

disclosure is made. 

43JContractual duties of confidentiality. 

(1)Any provision in an agreement to which this section applies is void in so far as it purports to 

preclude the worker from making a protected disclosure. 

(2)This section applies to any agreement between a worker and his employer (whether a worker’s 

contract or not), including an agreement to refrain from instituting or continuing any proceedings 

under this Act or any proceedings for breach of contract. 

43KExtension of meaning of “worker” etc. for Part IVA. 

(1)For the purposes of this Part “worker” includes an individual who is not a worker as defined by 

section 230(3) but who— 

(a)works or worked for a person in circumstances in which— 

(i)he is or was introduced or supplied to do that work by a third person, and 

(ii)the terms on which he is or was engaged to do the work are or were in practice substantially 

determined not by him but by the person for whom he works or worked, by the third person or by 

both of them, 

(b)contracts or contracted with a person, for the purposes of that person’s business, for the 

execution of work to be done in a place not under the control or management of that person and 

would fall within section 230(3)(b) if for “personally” in that provision there were substituted 

“(whether personally or otherwise)”, 

(c)works or worked as a person providing general medical services, general dental services, general 

ophthalmic services or pharmaceutical services in accordance with arrangements made— 

(i)by a Health Authority under section 29, 35, 38 or 41 of the National Health Service Act 1977, or 

(ii)by a Health Board under section 19, 25, 26 or 27 of the National Health Service (Scotland) Act 

1978, or 



(d)is or was provided with work experience provided pursuant to a training course or programme or 

with training for employment (or with both) otherwise than— 

(i)under a contract of employment, or 

(ii)by an educational establishment on a course run by that establishment; 

and any reference to a worker’s contract, to employment or to a worker being “employed” shall be 

construed accordingly. 

(2)For the purposes of this Part “employer” includes— 

(a)in relation to a worker falling within paragraph (a) of subsection (1), the person who substantially 

determines or determined the terms on which he is or was engaged, 

(b)in relation to a worker falling within paragraph (c) of that subsection, the authority or board 

referred to in that paragraph, and 

(c)in relation to a worker falling within paragraph (d) of that subsection, the person providing the 

work experience or training. 

(3)In this section “educational establishment” includes any university, college, school or other 

educational establishment. 

Protected disclosures. 

(1)A worker has the right not to be subjected to any detriment by any act, or any deliberate failure to 

act, by his employer done on the ground that the worker has made a protected disclosure. 

(2)Except where the worker is an employee who is dismissed in circumstances in which, by virtue of 

section 197, Part X does not apply to the dismissal, this section does not apply where— 

(a)the worker is an employee, and 

(b)the detriment in question amounts to dismissal (within the meaning of that Part). 

(3)For the purposes of this section, and of sections 48 and 49 so far as relating to this section, 

“worker”, “worker’s contract”, “employment” and “employer” have the extended meaning given by 

section 43K.” 

 

 

3.2. Harassment or Victimisation 

The Remedy support and recruitment group ltd is committed to good practice and high standards 

and to being supportive of you as an employee. 

Remedy support and recruitment group ltd recognises that the decision to report a concern can be a 

difficult one to make.  If you honestly and reasonably believe what you are saying is true, you should 

have nothing to fear because you will be doing your duty to your employer, your colleagues and 

those for whom you are providing a service. 

Remedy support and recruitment group ltd will not tolerate any harassment or victimisation of a 

whistleblower (including informal pressures) and will take appropriate action to protect you when 



you raise a concern in good faith and will treat this as a serious disciplinary offence which will be 

dealt with under the disciplinary rules and procedure. 

3.3. Support to you 

Throughout this process: 

• you will be given full support from senior management 

• your concerns will be taken seriously, and 

• the County Remedy support and recruitment group ltd will do all it can to help you 

throughout the investigation 

If appropriate, the Remedy support and recruitment group ltd will consider temporarily re-deploying 

you for the period of the investigation. 

For those who are not Remedy support and recruitment group ltd employees, Remedy support and 

recruitment group ltd will endeavour to provide appropriate advice and support wherever possible. 

3.4. Confidentiality 

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. 

3.5. Anonymous Allegations 

This Policy encourages you to put your name to your allegation whenever possible. If you do not tell 

us who you are it will be much more difficult for us to protect your position or to give you feedback. 

This policy is not ideally suited to concerns raised anonymously. 

Concerns expressed anonymously are much less powerful but they may be considered at the 

discretion of Remedy support.  In exercising this discretion, the factors to be taken into account 

would include: 

• the seriousness of the issue raised 

• the credibility of the concern, and 

• the likelihood of confirming the allegation from other sources 

3.6. Untrue Allegations 

If you make an allegation in good faith and reasonably believing it to be true, but it is not confirmed 

by the investigation, Remedy support and recruitment group ltd will recognise your concern and you 

have nothing to fear.  If however, you make an allegation frivolously, maliciously or for personal gain, 

appropriate action that could include disciplinary action, may be taken. 

4. Raising a Concern 

4.1. Who should you raise your concern with? 

This will depend on the seriousness and sensitivity of the issues involved and who is suspected of the 

wrongdoing.  You should normally raise concerns with: 



• Your Line Manager 

• Your line supervisor  

• The Monitoring Officer via email at  kloe@remedysupport.co.uk  or by telephone 

on 01753537797 

• The Chief Executive on 07565558224 

The address for correspondence is Remedy support and recruitment group ltd 3-9 Albert Street 

the urban building Slough  

If, exceptionally, the concern is about the Chief Executive of the Remedy support and recruitment 

group ltd your concern should be raised with the HR of Remedy support and recruitment group ltd 

who will decide how the investigation will proceed. This may include external investigation. 

If you are unsure who to contact, the independent charity Protect can advise you. They offer a free 

and confidential helpline on 020 3117 2520. 

4.2. How to raise a concern 

You may raise your concern by telephone, in person or in writing.  The earlier you express your 

concern, the easier it is to take action.  You will need to provide the following information: 

• the nature of your concern and why you believe it to be true 

• the background and history of the concern (giving relevant dates) 

Although you are not expected to prove beyond doubt the truth of your suspicion, you will need to 

demonstrate to the person contacted that you have a genuine concern relating to suspected 

wrongdoing or malpractice within Remedy support and recruitment group ltd and there are 

reasonable grounds for your concern.  

You may wish to consider discussing your concern with a colleague first and you may find it easier to 

raise the matter if there are two (or more) of you who have had the same experience or concerns. 

You may invite your trade union, professional association representative or a friend to be present for 

support during any meetings or interviews in connection with the concerns you have raised. 

5. What the Remedy support and recruitment group ltd will do 

Remedy support and recruitment group ltd will respond to your concerns as quickly as possible.  Do 

not forget that testing your concerns is not the same as either accepting or rejecting them. 

The overriding principle for Remedy support and recruitment group ltd will be the public interest.  In 

order to be fair to all employees, including those who may be wrongly or mistakenly accused, initial 

enquiries will be made to decide whether an investigation is appropriate and, if so, what form it 

should take. 

The investigation may need to be carried out under terms of strict confidentiality, i.e. by not 

informing the subject of the complaint until (or if) it becomes necessary to do so. In certain cases 

however, such as allegations of ill treatment of others, suspension from work may have to be 

considered immediately. Protection of others is paramount in all cases. 

Where appropriate, the matters raised may: 
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• be investigated by management, internal audit, or through the disciplinary/grievance process 

• be referred to the police 

• be referred to the external auditor 

• be referred and put through established child protection/abuse procedures 

• form the subject of an independent inquiry 

Within ten working days of a concern being raised, the person investigating your concern will write to 

you: 

• acknowledging that the concern has been received 

• indicating how the County Remedy support and recruitment group ltd proposes to deal with 

the matter 

• supplying you with information on staff support mechanisms   

• telling you whether further investigations will take place and if not, why not. 

The amount of contact between you and the officers considering the issues will depend on the 

nature of the matters raised, the potential difficulties involved and the clarity of your information.  It 

is likely that you will be interviewed to ensure that your disclosure is fully understood. 

Any meeting can be arranged away from your workplace, if you wish, and a union or professional 

association representative or a friend may accompany you in support. 

Remedy support and recruitment group ltd will do what it can to minimise any difficulties that you 

may experience as a result of raising a concern.  For instance, if you are asked to give evidence in 

criminal or disciplinary proceedings, Remedy support and recruitment group ltd will arrange for you 

to receive appropriate advice and support. 

You need to be assured that your disclosure has been properly addressed.  Unless there are any legal 

reasons why this cannot be done, you will be kept informed of the progress and outcome of any 

investigation. 

6. The Responsible Officer 

The Monitoring Officer has overall responsibility for the maintenance and operation of this Policy.   

7. How the Matter can be Taken Further 

This Policy is intended to provide you with an avenue within Remedy support and recruitment group 

ltd to raise concerns. The Remedy support and recruitment group ltd hopes you will be satisfied with 

any action taken.  If you are not, and you feel it is right to take the matter outside Remedy support, 

the following are Remedy support prescribed contacts: 

• The Keane Sisters Limited  60 Fernhill Road, Cowley, Oxford, Oxfordshire, OX4 2JP 

margaret.keane@outsourcing-hr.co.uk 

•  www.outsourcing-hr.co.uk 

 

• your trade union 
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• the police 

• other relevant bodies prescribed by legislation –Remedy supports Monitoring Officer will be 

able to advise you who you can contact 

If you raise concerns outside the Remedy support and recruitment group ltd   you should ensure that 

it is to one of these prescribed contacts.  A public disclosure to anyone else could take you outside 

the protection of the Public Interest Disclosure Act and of this Policy. 

You should not disclose information that is confidential to Remedy support and recruitment group ltd 

or to anyone else, such as a client or contractor of Remedy support, except to those included in the 

list of prescribed contacts. 

This Policy does not prevent you from taking your own legal advice. 

8. Review of the Policy 

Remedy supports Policy Committee will review this Policy annually. 

9 Accessibility of the policy 

This policy is easily accessible to all employees, it is available in digital form with a request to the 

monitoring officer at kloe@remedysupport.co.uk, A hard copy is available in HRS Office  

10 Corporate Recording and Monitoring 

The Monitoring Officer will maintain a corporate register containing all concerns that are brought to 

her attention. All officers allocated to look into a concern must ensure the Monitoring Officer is 

provided with sufficient details for the corporate register. 

 

The Monitoring Officer will review the corporate register and produce an annual report for Policy 

Committee. The report will include a summary of the concerns raised, to which department they 

related, the post to which the concerns related (if not confidential) and any lessons learned. The 

report will not include any employee names. The aim of this is to ensure that: 

• Remedy support and recruitment group ltd and/or the relevant department learns from 

mistakes and does not repeat them, and 

• consistency of approach across the departments 

The corporate register together with the annual reports will be available for inspection by internal 

and external audit, after removing any confidential details. 

 

Approved by board Date 24/07/2024 

Director signature:              Date:30/07/2025 

 Review dates: 30/07/2025 
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