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Whistleblowing Policy and 

Procedure 
 

 
 

 
 

1.0 Scope 

1.1 This policy covers all Board Members, staff members employed by Sapphire 
Independent Housing (Sapphire) as well as locum and agency workers, 
consultants, suppliers, contractors and volunteers conducting work on 
Sapphire’s behalf. It covers what happens when a whistleblowing situation 
occurs in Sapphire and follows the statutory framework set out in the Public 
Interest Disclosure Act 1998. 

 
1.2 This procedure is for disclosure about matters other than a breach of a staff 

member’s own contract of employment. If an employee is concerned that 
their contract is broken, or is likely to be, they should use the Grievance 
Procedure. 

 
1.3 This policy does not cover residents. If a resident has an issue they should 

be referred to the Complaints Procedure. 

 
2.0 Definition of Whistleblowing 

2.1 Whistleblowing is covered by the Public Interest Disclosure Act 1998, as 
amended by the Enterprise and Regulatory Reform Act 2013 (ERRA), and 
provides protection for people who raise legitimate concerns made in the 
public interest about the following specified matters:- 

 A criminal offence has been committed, is being committed, or likely to 
be committed; 

 A miscarriage of justice has occurred, is occurring or is likely to occur; 

 An  act  creating  or  likely  to  create  risk  to  health  and  safety  of  any 
individual; 

 An act causing or likely to cause damage to the environment; 

 A breach of any other legal obligation; 

 Concealment of any of the above. 
 

2.2 It is not necessary for the individual to have proof that such an act is being, 
has been, or is likely to be committed - a reasonable belief is sufficient. 

 
3.0 Policy Aims 

3.1 This policy aims to:- 

 Provide an opportunity for genuine concerns to be raised and feedback to 
be given on action taken; 

 Ensure that staff receive a response to their concerns and that they are 
aware of how to pursue those concerns if they are not satisfied; 

 Reassure staff that they will not under any circumstances be subjected to 
any form of detriment or disadvantage by any fellow worker or the 
organisation as a result of having raised their concerns. 
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4.0 Policy Statement 

4.1 Sapphire is committed to the highest standard of openness, integrity and 
accountability.  Everyone should be aware of the importance of preventing 
and eliminating wrongdoing at work. People should be watchful for illegal or 
unethical conduct and report anything of that nature that they become aware 
of. 

 
4.2 Any matter raised under this procedure will be investigated thoroughly, 

promptly and confidentially. The outcome of the investigation will be reported 
back to the individual who raised the issue. The level of detailed feedback 
may vary if, for instance, the disciplinary procedure has been invoked and 
therefore other confidential measures then become appropriate. 

 
4.3 Sapphire recognises that the decision to report a concern can be a difficult 

one to make, not least because of the fear of reprisal for those responsible 
for the perceived/alleged malpractice. No one will be victimised for raising a 
matter under this procedure. Sapphire will not tolerate harassment or 
victimisation and will take action to protect members of staff when concerns 
are raised in good faith. 

 
4.4 Victimisation of someone for raising an issue will be a disciplinary offence 

and may be subject to personal and corporate liability. 
 

4.5 If misconduct is discovered as a result of an investigation under this 
procedure the disciplinary procedure will be used in addition to any 
appropriate external measures. 

 
4.6 An instruction to cover up wrongdoing is a disciplinary offence. If told not to 

raise or pursue a concern even by a person in authority such as a manager, 
people should not agree to remain silent. They should report the matter to 
HR. 

 
4.7 If an allegation is made in good faith but is not proved by the investigation, no 

action will be taken against the person who made the allegation. If however it 
is deemed that a malicious or vexatious allegation is made or for personal 
gain, disciplinary or other appropriate action may be taken. 

 
4.8 Anonymous allegations will not normally be pursued unless there is clear 

evidence openly available to investigate. This is because if a case ultimately 
ends up in court, the judge will not accept the evidence unless we can prove 
that it has come from a reliable source and was obtained appropriately. 

 
5.0 Equality and Diversity 

5.1  We are committed to fairness and equality for all regardless of their colour, 
race, ethnicity, nationality, gender, sexual orientation, marital status, disability, 
age or family circumstances. Our aim is to ensure that our policies and 
procedures do not create an unfair disadvantage for anyone directly or 
indirectly. 

 

6.0 Confidentiality and Information Sharing 

6.1 We will only share information that meets the requirements of  the Data 
Protection Act 1998 and 2018. 
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6.2 Sapphire will do its best to protect the identity of anyone raising a complaint 
who does not wish their name to be disclosed outside the investigation. It 
must however be appreciated that the investigation process may reveal the 
source of the information and a statement by the person who has raised the 
concern may be required as part of the evidence. Should it be necessary for 
you to come forward as a witness you will be given support and assistance 

 
7.0 Procedure 

7.1 As a first step individuals should normally raise concerns with their Manager. 
If someone feels unable to raise the matter with their Manager, for whatever 
reason, they should raise the matter with any member of the Executive 
Management Team (EMT) or with HR. 

 
7.2 Concerns should be confirmed in writing and should set out the background 

and history of the concern, giving names, dates, places, and reasons behind 
the concerns.  If the staff member has any difficulty putting things in writing, 
they should contact HR who will organise support. 

 
7.3 If our policy and procedures are working properly, you should not need to 

contact one of Sapphire’s Board Members or an external agency to 
express concerns.  To contact the Chair of the Board you should use the 
email address: whistblowing@sih.org. There may be exceptional or 
urgent circumstances, however, where it might be best to contact an 
external agency such as: 

 
Concern Agency to contact 

Senior Staff Chair or another Board Member 

Criminal offence Police 

Vulnerable person The Local Authority 

Abuse of public funds The Social Housing Regulator (HCA) 

Fraud Sapphire’s Auditors or the HCA 

 

8.0 Protection 

8.1 Sapphire’s commitment to this policy means that you will be protected 
against any detriment or disadvantage, including victimisation by the 
organisation or by colleagues. If you feel you need further support, either of a 
practical nature or in being able to discuss matters as they progress, please 
talk to HR. 

 
8.2 To make a disclosure and not to follow this policy may result in your not 

being protected and subject to disciplinary action. 

 

9.0 What Sapphire Will Do 

9.1 Initial enquiries will be made to determine whether an investigation is 
appropriate and if so, what form it should take. Some concerns may be 
resolved by agreed action without the need for investigation. 

 
9.2 If an investigation is necessary an appropriate investigation manager will be 

appointed by the EMT in consultation with HR.  The investigation manager 
may not be a Sapphire member of staff. 

 
9.3 As a result of the investigation various actions may be taken and the person 

who has carried out the investigation will report back in confidence to all 
individuals concerned and the EMT regarding the investigation and proposed 

mailto:whistblowing@sih.org
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action. 
 

9.4 Any direct and premature contact with an outside organisation before 
Sapphire has had an opportunity to follow its internal procedure will be 
classed as misconduct and therefore subject to disciplinary action. If 
however a staff member believes this is in conflict with any legal 
requirement, for instance in cooperating with the police, they should discuss 
matters with their manager or HR. Any appropriate contact with an external 
agency in these circumstances will be made by HR. 

 
10.0 Independent Advice 

10.1 As stated above, premature contact with any external organisation before we 
have had the opportunity to follow our internal procedures will be classified 
as misconduct. If however someone is unsure whether to use the 
Whistleblowing Policy or they want independent advice they should contact 
the independent charity Public Concern at Work (www.pcaw.co.uk) for a 
confidential discussion. 

 
10.2 Alternatively, Regulation staff at the HCA will also be able to provide advice 

on a confidential basis if you are not sure whom to contact about a particular 
problem.  Sapphire’s regulator, the Regulator of Social Housing, can be 
contacted at enquiries@rsh.gov.uk or 0300 124 5225. 

 

11.0 Dissatisfaction with Sapphire’s Actions 

11.1 If at the end of the process a staff member feels that their concerns have not 
been dealt with appropriately they should confirm this in writing. This should 
be sent to the Chief Executive and should set out in full the issues that 
remain. 

 
11.2 The Chief Executive will review the concerns. The outcome of this review is 

the final stage in Sapphire’s procedure. 

 
12.0 Monitoring and Accountability 

12.1 The EMT is responsible for ensuring that this policy is implemented in full. It 

is also responsible for monitoring the effectiveness of the policy and for 
recommending any policy changes. 

 

13.0 Review 

13.1 This policy will be reviewed every three years. 

http://www.pcaw.co.uk/
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